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ABSTRACT
This dissertation analyzes the profiles of signature strengths among public 
school principals in the northern collar counties of Illinois. Profiles are analyzed 
based on the demographic information gathered by the participants on the categories 
of age, gender, number of years experience as a principal, school type (grade level of 
students in the participants’ buildings), and county where the participants work. A 
three-part survey was utilized to facilitate a description of the patterns of the 
perception and utilization of 24 signature strengths (curiosity, love of learning, 
judgment, ingenuity, social intelligence, perspective, valor, perseverance, integrity, 
kindnesss, loving, citizenship, fairness, leadership, self-control, prudence, humility, 
appreciation of beauty, gratitude, hope, spirituality, forgiveness, humor, and zest) and 
the extent of agreement of Seligman’s definition of the “full life” defined as 
“experiencing positive emotions about the past and future, savoring positive feelings 
from the pleasure, deriving abundant gratification from your signature strengths, and 
using these strengths in the service of something larger to obtain meaning.” This 
study makes use of both descriptive and inferential statistics to examine the obtained 
data. The outcome variables are the scores on each of the 24 perceived signature 
strengths, scores on each of the utilized signature strengths, and the agreement score 
on the “full life” item. The survey provides the researcher with the data necessary to
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carry out both descriptive analyses and profile analyses, which is an application of 
multivariate analyses of variance (MANOVA). The parallelism, overall differences 
among groups and the effect size of the profile analyses are analyzed.
It was discovered that significant differences were found in the profiles of 
participants based on the demographic categories of school type and gender for 
perceived strengths, number o f years experience, and gender for the utilization of 
signature strengths and gender in reference to achieving the full life in the principals’ 
profession through the utilization of identified signature strengths.
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CHAPTER 1
INTRODUCTION
Background of the Study 
The 21st century has brought about new and intensive challenges to those in the 
public entity of educational administration. George W. Bush’s campaign of No Child 
Left Behind (NCLB) mandates combined with the additional concern for safety and 
security in schools following the 9-11 and Columbine crises have made leadership in 
the public sector of education a much more challenging position. These concerns 
combined with the economic changes requiring several districts to go for referendums 
and cut salaries leave one to wonder what type of individual still strives for the 
position o f principal in the public sector of education. With decreases in district 
budgets there has been a corresponding decreased emphasis on staff development and 
mentoring for new educational administrators, specifically for individuals pursuing the 
principalship. In spite of these additional stressors, there are still highly qualified 
individuals making significant progress running successful public schools around the 
nation.
I was interested in whether individuals who work as educational 
administrators, specifically principals within the public sector of education at the 
elementary (K-5/6th grades), middle school/junior high (6-8th grades) or high school
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
(9-12th grades) levels have intrinsic motivation that enables them to accept and endure 
such a position during such a challenging time. It was also my interest to determine if 
principals in Illinois public schools have what positive psychology refers to as “a fixed 
range for happiness . .  . [that individuals] . .  . can come to live in the upper reaches of 
[their] set range of happiness” (Seligman, 2002, p xii), a determined level of what 
Seligman coins as “authentic happiness,” defined as “the positive feeling that arises 
from the exercise of strengths and virtues, rather than from the shortcuts” (p. 8). 
Specifically it was my intent to determine if principals working in public schools have 
a commonality of particular virtues.
Seligman identifies six virtues that when displayed by an individual 
demonstrates characteristics o f a virtuous person. These virtues are (1) wisdom and 
knowledge, (2) courage, (3) humanity and love, (4) justice, (5) temperance, and (6) 
transcendence. Seligman states that the route to demonstrating these virtues is through 
the display of strengths or signature strengths defined as “strengths of character that a 
person self-consciously owns, celebrates, and (if he or she can arrange life 
successfully) exercises every day in work, love, play, and parenting” (p. 160). It was 
also my intent to determine to what extent educational leaders utilize their signature 
strengths in their practice and if these leaders believe that the utilization o f his or her 
signature strengths would encourage them to achieve the “full life,” which is defined 
by Seligman as “experiencing positive emotions about the past and future, savoring 
positive feelings from the pleasures, deriving abundant gratification from your
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
3signature strengths, and using these strengths in the service of something larger to 
obtain meaning” (p. 263).
I was also interested in examining the profiles of public school principals in the 
northern part of Illinois. It was my specific interest to determine if these profiles 
varied dependent upon five demographic variables: the age of the principal, the gender 
of the principal, the number of years experience that the principal had in public 
education as a school principal, the school type or grade level o f students within each 
building, and the county where each principal works.
Statement of the Problem 
All individuals desire, and most innately strive for, the full life. However, with 
the onset of the 21st century and the challenges that are brought on by national and 
local crises, it has become increasingly more difficult for those choosing a leadership 
career (e.g., principals) in the public sector of education to achieve the full life. 
Happiness is the core of our success. It determines our content or acceptance of our 
life choices. An individual’s level of happiness also affects the longevity of life. 
Happier people have a richer social life, have better relationships, spend less time 
alone, are more likely to find a life partner, are more involved in group activities, are 
more likely to demonstrate altruism, are less self-focused, and are more likely to share 
our good fortune (Seligman, 2002). Martin Seligman’s formulation of the full life 
includes utilizing an individual’s signature strengths across all aspects o f life “to bring 
abundant gratification and authentic happiness” (Seligman, 2002, p. 161). With an
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4increase in the demands of the principalship in public education, it is a challenge for 
leaders to maintain happiness when managing buildings and promoting the ideal 
setting for young minds. With the acknowledgment and thoughtful employment of 
one’s signature strengths, public school leaders may be able to create meaningful staff 
development and therefore happier, more effective leaders.
Purpose of the Study
The purpose of this study was to determine if a commonality o f signature 
strengths exists among principals in the public education sector at the elementary, 
middle school and high school levels in the state of Illinois. This study also 
emphasized and analyzed whether this population of principals utilized their signature 
strengths and whether the individuals within the study believed that utilization o f their 
prominent signature strengths would lead them to achieving the full life.
Research Items
This dissertation addressed the following research questions:
1. What are the top five strengths of principals working in public education?
2. How can the profiles of signature strengths of participating principals be
described?
a. Does the profile of signature strengths differ by age?
b. Does the profile of signature strengths differ by gender?
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5c. Does the profile of signature strengths differ by number of years 
experience?
d. Does the profile of signature strengths differ by school type?
e. Does the profile of signature strengths differ by county?
3. How can the profile of utilized signature strengths of principals be 
described?
a. Does this profile of signature strengths of participants differ by
age?
b. Does this profile of signature strengths o f participants differ by 
gender?
c. Does this profile of signature strengths of participants differ by 
number o f years experience?
d. Does this profile of signature strengths of participants differ by 
school type?
e. Does this profile of signature strengths o f participants differ by
county?
4. To what extent do principals in public education agree with Seligman’s 
philosophy of achieving the full life by utilizing their signature strengths?
a. Does this agreement of philosophy differ by age?
b. Does this agreement of philosophy differ by gender?
c. Does this agreement of philosophy differ by number o f years
experience?
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6d. Does this agreement of philosophy differ by school type?
e. Does this agreement of philosophy differ by county?
Significance of the Study 
“Our economy is rapidly changing from a money economy to a satisfaction 
economy” (Seligman, 2002, p. 165). With the mandates of NCLB, the increase in 
focus on safety and security, and lower salaries and retirement incentives, combined 
with the everyday stressors of meeting the needs of a challenging and diverse young 
population and changing technologies, the profession of educational administration 
may be becoming less and less desirable. If educational administrators, specifically 
principals, have a calling or vocation to the public school principalship, then perhaps 
they have an intrinsic motivation for the position, regardless of the challenges that 
they must face with this increased accountability (Seligman, 2002). Principals may 
have been attracted to the position due to their own pattern of strengths and virtues 
(defined by Seligman) and therefore find content in the challenges that they face in 
order to be successful in the position. “When well-being comes from engaging our 
strengths and virtues, our lives are imbued with authenticity” (Seligman, 2002, p. 9).
The principals in elementary schools, middle schools, and high schools have 
been empowered with the authority to make essential decisions that affect the lives of 
both the staff and students within their educational districts. It is the principal, the 
middle manager, who leads the building in all aspects from the budget, to evaluation 
o f the staff, to the academic success of each student both academically and socially.
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Without an effective leader, the school has little foundation on which to grow and 
produce life-long learners capable of success outside of the school doors. It is 
essential that this individual have a strong leadership perspective and that he or she be 
highly qualified for the tasks he or she must undertake, but it is postulated here that it 
is equally important to have an individual in the position who is emotionally healthy, 
if  not emotionally intelligent, in order to both endure the day-to-day tasks, and to build 
relationships with the staff, students and parents that he or she communicates with on 
a daily basis. It would be ideal for this leader to utilize his or her signature strengths 
in his or her position in order for them to assist and establish a positive environment 
within the school and to increase the longevity in the position.
Limitations of the Study 
This study only included principals from the state of Illinois; therefore, one 
should use caution when generalizing the results. Due to the fact that the survey limits 
responses to each participant’s own opinion of perception and utilization of the listed 
signature strengths, the honesty of response from individuals involved in the survey is 
dependent upon the interpretation of each individual at the time of completion. Part I 
of the survey posed questions that by response determined the extent to which the 
individual identified with each of the 24 strengths: therefore, the participant’s 
signature strengths were limited to the measures created by the instrument chosen for 
the study.
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8The timing of the study may have limited the percentage of participants who returned 
the survey in completed form.
Delimitations of the Study 
The study sampled only public school principals from the Chicago “collar 
counties” of northern Illinois (Lake, Kane, McHenry, DuPage and Will); therefore, 
one should use caution when generalizing the results. Other administrators such as 
superintendents, assistant superintendents, school business officials and directors were 
not part o f this study.
Definition of Terms 
A full life: “Experiencing positive emotions about the past and future, 
savoring positive feelings from the pleasures, deriving abundant gratification from 
your signature strengths, and using these strengths in the service o f something larger 
to obtain meaning” (Seligman, 2002, p. 263).
Authentic happiness: “The positive feeling that arises from the exercise of 
strengths and virtues, rather than from the shortcuts” (Seligman, 2002, p. 8).
Positive psychology: The study of positive emotion, positive traits, and 
positive institutions (Seligman, 2002, p. xii).
Principal: A person who “assume(s) administrative responsibilities and 
instructional leadership, under the supervision of the superintendent, and in 
accordance with reasonable rules and regulations of the board, for the planning,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
operation and evaluation of the educational program of the attendance area to which 
he or she is assigned” (Illinois School Code, 1996, p. 128).
Signature strengths: “These are strengths of character that a person self­
consciously owns, celebrates and (if he or she can arrange life successfully) exercises 
every day in work, love, play and parenting” (Seligman, 2002, p. 160).
Traits: Either positive or negative characteristics that recur across time and in 
different situations.
Virtues: “The positive characteristics that bring about good feeling and 
gratification. Abiding dispositions whose exercise makes momentary feelings more 
likely” (Seligman, 2002, p. 9).




The theory of signature strengths defined by Seligman (2002) was created as a 
result of extensive research in the field of positive psychology. After theorizing the 
aspects of learned helplessness and defining authentic happiness, the concept of 
signature strengths was created. In order to have a true appreciation o f the concept of 
signature strengths, it is my desire to provide the reader with a background of the 
relevant research that ties into the theory of signature strengths. Positive psychology, 
happiness, authentic happiness, flow, and emotional intelligence and signature 
strengths are therefore further defined and explored.
Positive Psychology 
Positive psychology emphasizes the positive, proactive approach to analyzing 
the psyche. “Positive psychology shows how you can come to live in the upper 
reaches of your set range of happiness” (Seligman, 2002, p. xii). The approach to 
positive psychology is analyzed under three distinct pillars: the study o f positive 
emotion, positive traits and positive institutions. An interconnection and 
understanding of all three pillars equalizes and authenticates the true prospect of
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achieving the good life. The “good life” is defined by Seligman as “using your 
signature strengths every day to produce authentic happiness and abundant 
gratification. This is something you can learn to do in each of the main realms o f your 
life: work, love, and raising children” (Seligman, 2002, p. 13).
However the ultimate state of happiness comes about with the achieving the 
“full life” defined by Seligman as “experiencing positive emotions about the past and 
future, savoring positive feelings from the pleasures, deriving abundant gratification 
from your signature strengths, and using these strengths in the service of something 
larger to obtain meaning” (Seligman, 2002, p.263).
Positive psychology attempts to research what makes an individual’s life worth 
living and emphasizes the positive emotion and character that one exibits and 
attributes to that individual’s outlook on life. Positive psychology is an umbrella term 
for the study o f positive emotions, positive character traits, and enabling institutions 
(Seligman, Steen, Park, & Peterson, 2005).
Happiness
Happiness is the solid foundation on which we strive to achieve the good life.
It is our approach to situations and the attitude we carry that leads us to make our lives 
richer and more valuable. Happier people lead happier lives. Happier people 
encourage and affect those around them in a positive manner. Happiness is, in 
essence, contagious. Leaders in families, organizations, and corporations affect others 
and set the tone and mood for each organization. But what causes an individual to be
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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happy and why is it that some tend to be more optimistic and others pessimistic? And
what does it take to suspend and transcend happiness?
Well-being, sometimes called “subjective well-being” to emphasize the point, 
is a pervasive sense that life is good. Well-being outlasts yesterday’s moment 
of elation, today’s buoyant mood, and tomorrow’s hard time; it is an ongoing 
perception that this time of one’s life, or even life as a whole, is fulfilling, 
meaningful, and pleasant. (Myers, 1992, p. 23)
An individual’s sense of well-being is contingent, then, upon what is occurring in 
one’s life and his or her perception or satisfaction with those details. “People who fee l 
happy also tend to think their lives are satisfying” (Myers, 1992, p. 24). Happiness is 
the outcome of an individual’s mental health, but it is solely defined as the opposite of 
mental illness. Happiness is linked to the human mind as well as the human spirit 
(Wallis, 2005).
Happiness affects an individual’s overall persona and therefore affects all 
aspects of one’s life, including that o f the workplace. “Work satisfaction impacts life 
satisfaction” (Myers, 1992, p. 129). “Job-satisfaction studies reveal that the most 
satisfied workers often have higher-status positions within a field. Higher-status jobs 
also provide more of that important happiness factor: the sense of personal controF 
(Myers, 1992, p. 130).
Happiness is not connected to wealth, education, youth, marriage, or sunny 
weather, according to several researchers and summarized by Wallis (2005). Beyond 
basic needs, money does not equal happiness, and according to this research, older 
individuals indicated a more satisfied life than their younger counterparts. Wallis 
refers to the study done by the Centers for Disease Control and Prevention which
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inferred that individuals from ages 20 to 24 had an average of 3.4 sad days in a month, 
whereas ages 65 to 74 claimed only 2.3 days of sadness within a month’s time (Wallis, 
2005). Others support the trend of happiness in America as a detriment to academics. 
In a study completed in 2006, students in other countries lag behind American 
students in self-confidence but score higher in math (Sherer, 2006/2007).
Happiness is an ever-changing state of mind which is altered by one’s 
interpretation of the current situation. Because happiness is transient, individuals who 
are generally in a state of happiness also experience periods of time when they are 
quite unhappy. Yet happiness is affected not so much by the situations at hand but by 
the way people perceive and overcome them. Individuals who are generally optimistic 
have the innate ability to see the other side of negative situations. However, as Wallis 
(2005) states, “Our overall happiness is not merely the sum of our happy moments 
minus the sum of our angry or sad ones” (p. A7). She further explains that an 
individual’s interpretation of a situation and whether it was a happy, memorable one 
or a more difficult, stressful one depends upon how the situation ends. Wallis further 
exemplifies this theory by summarizing a study done by Kahneman where individuals 
underwent a colonoscopy. The group that described the procedure as less unpleasant 
were those who endured longer colonoscopies, but which were less painful at the end 
o f the procedure (Wallis, 2005).
The positive effects of happiness can even be taken to a therapeutic level.
There are several new areas of research that prove a general state of happiness can 
break through several difficult mental health states, including depression. By
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emphasizing the positive aspects of an individual’s life the individual can transform 
into a more positive person and can even reverse the signs and symptoms of 
depression. An individual can learn methods o f self-reflection that can elevate her 
mood and increase her quality of life (Burns, 1999).
The history of past experience becomes integral in the individual’s ability for 
perceived and believed happiness. “Every desirable experience—passionate love, a 
spiritual high, the pleasure of a new possession, the exhilaration o f success— is 
transitory” (Myers, 1992, p. 53) Happiness is situational and temporary, dependent 
upon our current and past circumstances. Happiness evolves and changes. Pain and 
pleasure seem to be results of one another. Posttraumatic stress disorders or real tragic 
occurrences in our lives do forever change the outcome and overview o f the way an 
individual looks at the world and responds and as a result the outcome o f happiness. 
But often those who experience sublime trauma are able to persevere with an even 
greater outcome and outlook on life and happiness.
Social comparison also pays tribute to our happiness. Significant life events 
dictate our current levels of happiness. Happiness is affected by our level of activity 
and movement. For example, a feeling of “elation” has been described by runners as a 
“runners’ high.” When this moment passes, however, the happiness and elation felt 
during and immediatly afterwards will also soon pass. Even the bliss acquired during 
the most happy of circumstances soon after fades, leaving us with the desire for more 
(Wright, 2005).
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How malleable is happiness? Can we change our disposition? Can we control 
our own destiny for a happier more fulfilling life? “We are as likely to act ourselves 
into a new way o f  thinking as to think ourselves into a new way of acting” (Myers, 
1992, p. 123). Seligman (2002) believes that happiness is something that can be 
learned and developed over time. He believes in it so strongly he goes as far as 
stating, “Evidence is very good that you can lastingly change pessimism into a more 
optimistic stance” (Janes, 2005, p. 96).
The same concept transfers leaders into even better leaders. Leaders do not 
have to be bom leaders; they can be individuals who leam who they are and grow over 
time to become life-long learners and therefore create a greater sense of 
accomplishment and success over time (Kotter, 1996).
There is also a link between brain chemistry and happiness. This is a new, yet 
flourishing research topic that is resulting in studies that also link happiness to 
physical health. Happiness is referred to as a physical state o f mind in a portion o f the 
brain that can be induced deliberately (Lemonick, 2005). It is inferred that those who 
elicit happiness or those who are more optimistic are also physically healthier and 
have tendencies to reduce the risk or limit the severity o f cardiovascular disease, 
pulmonary disease, diabetes, hypertension, colds, and upper-respiratory infections 
(Lemonick, 2005). But knowing that there is a brain chemical response, and therefore 
some individuals are predisposed to happiness, there is also the knowledge based on 
research that brain chemistry can be altered and rewired by experiences, both positive 
and negative.
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With this understanding, one would be predisposed to infer that those who face 
negative experiences would then be predisposed to negativity or pessimism. This, 
however, may not be the case since some research leads to the conclusion that mild to 
moderate experiences of negative experience may actually prove to be beneficial.
Stress gives us the opportunity to bounce back and strengthen our emotions 
(Lemonick, 2005). Other research proves large effects on other health-related topics. 
For example, a study on optimism done by Harvard psychologist Kubzansky (cited in 
Lemonick, 2005) suggested that optimists had one half the rate o f heart disease than 
their less optimistic individuals.
In a separate study, Kubzansky (cited in Lemonick, 2005) found individuals 
displaying hopefulness and curiosity (mental states of optimism) were more protected 
against hypertension, diabetes and upper-respiratory infection. Laughter, a result of 
being in a pleasurable situation, is also healthy. A study conducted by Lee Berk, a 
professor o f pathology and anatomy at Loma Linda University in California, found 
that laughter slows down the stress chemical cortisol (Kluger, 2005). Happiness gives 
you the privilege to laugh and laughter gives you the ability to make light of situations 
that may otherwise bring you down (Chappelle, 2005).
But what occurs to an individual who appears to have given up on being 
happy? What happens when individuals lose the desire to smile and laugh? What 
causes these individuals not to make light of situations and rather become ultimately 
pessimistic in ordinarily circumstances? This state o f unhappiness could be termed 
“learned helplessness.” The theory of learned helplessness “is the giving-up reaction,
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the quitting response that follows from the belief that whatever you do doesn’t matter” 
(Seligman, 1990, p. 15).
Learned helplessness is a rationale o f why some individuals become pessimists 
and have a harder time overcoming difficulties and achieving happiness. Within this 
theory exists the concept of an individual’s explanatory style. Explanatory style “is 
the manner in which you habitually explain to yourself why events happen. It is the 
great modulator of learned helplessness. An optimistic explanatory style stops 
helplessness, whereas a pessimistic explanatory style spreads helplessness” (Seligman, 
1990, pp. 15-16).
Csikszentmihalyi (1990) provides a theory on how not to enter a state of 
learned helplessness. He provides his interpretation on how flow, a concept defined in 
detail below, creates a sense of self-fulfillment that reverses the effects o f learned 
helplessness: “Don’t aim at success— the more you aim at it and make it a target, the 
more you are going to miss it. For success, like happiness, cannot be pursued; it must 
ensue.. .as the unintended side-effect of one’s personal dedication to a course greater 
than oneself’ (p. 2). “Happiness, in fact, is a condition that must be prepared for, 
cultivated, and defended privately by each person” (Csikszentmihalyi, 1990, p. 2). 
Happiness is also tied into relationships which promote happier, healthier individuals. 
“Happiness promotes intimacy” (Myers, 1992, p. 150). Beginning in infanthood we 
strive for acceptance and attention. Over time we develop independence and self­
esteem based on the relationships that are developed around us, developing first in the 
home. Myers describes the benefits of happiness: “The essence of happiness is
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pausing to savor the gift of our present moments” (p. 203). The basic routines in life 
assist in the development of our own happiness and if interpreted correctly and 
enjoyed throughout our lifetimes creates lasting happy memories to build upon in the 
other components in our lives.
Several researchers have their own set o f criteria for determining happiness 
and life satisfaction. Psychologist Lyubomirsky (cited in Wallis, 2005) suggests that 
there are eight steps that when followed lead to a more satisfying life: count your 
blessings, practice acts of kindness, savor life’s joys, thank a mentor, learn to forgive, 
invest time and energy in friends and family, take care o f your body, and develop 
strategies for coping with stress and hardships. Chappelle (2005) believes that 
happiness is derived not from wealth, money or acquisition o f materialistic items but 
through love, friendship, family, respect, a place in the community, and the belief that 
your life has purpose.
The collaboration of all of the concepts of happiness integrated into an 
individual’s lifestyle begins to define the philosophy of authentic happiness.
Authentic Happiness 
Seligman (2002) defines happiness with three components: pleasure (“the 
smiley-face piece”), engagement (involvement with family, work, romance, and areas 
o f interest), and meaning (personal strengths applied to one’s lifestyle). He states that 
pleasure is the least consequential but still an important component of one’s happiness. 
Seligman does insinuate, however, that if  an individual gains more pleasure out o f his
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or her life, becomes more engaged in what he or she is doing, and finds ways of 
increasing the meaning in his or her life, that individual will lead a more happy, 
fulfilled lives.
“It is neither wealth nor splendor, but tranquility and occupation which give 
happiness,” Thomas Jefferson wrote to Mrs. A. S. Marks (Myers, 1992, p. 127). 
Researchers have found that as material acquisitions rises, the rate of happiness 
plateaus, suggesting that money does not buy happiness. Not only has happiness 
leveled out over time, but the rate of depression has skyrocketed. Clinical depression 
is 3 to 10 more times likely today than generations ago (Easterbrook, 2005).
“Authentic happiness derives from raising the bar for yourself, not rating 
yourself against others” (Seligman, 2002, p. 14). The theory of positive psychology 
emphasizes a more optimistic positive outlook on life and as a result individuals who 
apply the theories of positive psychology have the opportunity to live more successful, 
happy lives. There are even some theorists who believe that optimists are more likely 
to prevent depression due to their positive outlook on life (Seligman, 2002). Authentic 
happiness theorizes a learned approach at establishing happiness in one’s life by 
taking on a more positive, optimistic outlook on life and the challenges that may 
present themselves. It emphasizes the approach that individuals take when presented 
with life events and describes the result of this approach on the choices that an 
individual makes due to this optimistic attitude.
On the other hand, pessimists, the opposite of those who prescribe to the 
theories of authentic happiness, are individuals who are unable to capture the essence
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of happiness and are therefore less likely to thrive in particular aspects of their lives. 
Pessimists are more likely to be depressed, especially when difficult situations present 
themselves. Pessimists are also more likely to experience less success in school and 
education as well as sports. They are also less likely to find jobs and are in worse 
physical shape and have poorer health than their optimistic peers. Pessimists are also 
more likely to live shorter lives and to have more difficult personal relations 
(Seligman, 2002). Pessimists allow negative feelings, such as fear, to override their 
more positive emotions. It parallels the fight or flight reaction taken in situations that 
cause adverse feelings or responses to difficult situations.
Individuals who have a high level of authentic happiness tend to have much 
positive affect that tends not to wane much over one’s lifetime. These individuals can 
be characterized as feeling good, even great, most o f the time; think that good things 
bring them pleasure; and define their lives as being “good.” Other individuals feel the 
opposite. These individuals do not express joy or feel good or great most of the time, 
even when evident success occurs in their lives. Research in positive psychology 
claims that positive affect and approach leads to a greater purpose, but it is also 
insinuated that positive emotion is a choice and can be learned, just as helplessness 
can be learned and therefore unlearned. Happiness is something that is bigger than the 
individual. It is acquired by moving forward and doing something that is bigger than 
oneself to benefit the good of others (Janes, 2005).
The individuals who study positive psychology and authentic happiness claim 
that positive emotion is tied to success in life in several aspects o f life, including
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broadening our intellectual, physical and social opportunities (Seligman, 2002). Those 
who are more positive tend to attract people and are more open to new ideas. Positive 
people are also more likely to think more open-mindedly and tend to be more tolerant 
and creative. Individuals who experience a more happy outlook tend to remember 
more positive events and things that happen to them as well as forget the more 
negative events that have occurred (Seligman, 2002).
A study conducted at the Mayo Clinic found that happier people were half as 
likely to die or become disabled; they were more positive towards the aging process 
and lived significantly longer than the pessimistic patients. In addition, the happier 
individuals had better health habits, lower blood pressure, and better immune systems 
than less happy individuals (Seligman, 2002).
Productivity is also affected by positive individual outlook, or happiness 
factor. Those who are more positive and happy tend to be better educated and later 
become more successful, earn better salaries, and get more promotions than their less 
positive peers. Positive emotion benefits start with younger children who tend to have 
a more healthy attachment to their parents and display benefits such as outperforming 
their peers in most categories such as persistence, problem solving, independence, 
exploration and enthusiasm and later prove to have more fulfilling lives (Seligman, 
2002).
Individuals categorized as “very happy” differ extensively in multiple areas of 
their lives. They have a more rich social life, they spend less time alone and have
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more friends (and better relationships), are more likely to be married, and are more 
involved in group activities (Seligman, 2002).
Seligman (2002, p. 45) categories happiness in a formula:
H=S+C+V
where H  is the individual’s “enduring level of happiness,” S  is the individual’s set 
range, C is the individual’s life circumstances, and V represents the individual’s 
voluntary control. This last component is the most important one analyzed in positive 
psychology (Seligman, 2002).
Temporary or momentary levels of happiness are easily obtained. This could 
be gained through uplifts ranging from eating chocolate to watching an enjoyable 
movie or being involved in a preferred activity. It is the goal o f each individual, 
however, to raise his or her enduring level of happiness in order to achieve a greater 
sense of happiness and appreciation of life. This is not achieved, however, by merely 
continuing to obtain temporary enjoyments. There are several factors that contribute 
to the longevity of one’s happiness that is much more complex than simply repeating 
temporary pleasures throughout time.
An individual’s “set range,” the second component in the happiness formula, 
ties into an individual’s genetic makeup encompassing the traits and characteristics 
with which we are born with and more than likely share with our biological parents. It 
symbolizes the inherited traits that steer us towards a happier or more negative 
disposition. Positive psychology experts value this disposition when analyzing an 
individual’s happiness. It is important for individuals to understand this disposition
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when determining what makes them happy and what does not. It could be detrimental 
for an individual who is not normally happy in large crowds, for example, to put 
themselves continuously in these scenarios if they are trying to achieve a happier 
outlook. These outlooks, or set range of happiness factors, are predetermined and 
need to be analyzed along with additional factors in order for an individual to achieve 
enduring happiness.
According to his own research, Seligman’s (2002) strongest predictor for 
finding one’s happiness is to find out what one’s signature strengths are. Signature 
strengths are defined below under the signature strength category. This theory 
outlined the research portion of this study.
Flow
Stress and boredom are two factors that directly affect our work satisfaction. 
Flow occurs when an individual is highly challenged with high skills— where skills 
are tested. When an individual is subconsciously absorbed with an activity to the 
point of no interruption, one is in the state of flow. It is when he or she is caught up in 
the moment, activity and his or her mind does not wander from that moment/activity. 
The individual becomes immersed into the moment and activity with enormous 
concentration. It brings about an intrinsically motivated state of mind where the 
individual is actively engaged.
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Optimal experiences are defined as:
times when, instead of being buffeted by our anonymous forces, we do feel in 
control of our actions, masters of our own fate. On the rare occasions that it 
happens, we feel a sense of exhilaration, a deep sense of enjoyment that is long 
cherished and that becomes a landmark in memory of what life should be like.
. . . The best moments usually occur when a person’s body or mind is stretched 
to its limits in a voluntary effort to accomplish something difficult and 
worthwhile. (Csikszentmihalyi, 1990, p. 3)
Flow is defined as “the state in which people are so involved in an activity that 
nothing else seems to matter; the experience itself is so enjoyable that people will do it 
even at great cost, for the sheer sake of doing it” (Csikszentmihalyi, 1990, p. 4).
Flow is a conscious way of life where we train ourselves to emphasize the 
control we have over our lives and choices and how to become intrinsically involved 
and attentive to what our true interests are. Flow emphasizes the need for each o f us 
to enjoy each moment in our lives and in our day-to-day activities. To reach flow we 
need to order and master our conscientiousness. In general, individuals are not 
intrinsically happy and content. Rare is an individual who does not live without 
regret, without a feeling of loss or deception, or without dread of something that he or 
she does not have (more money, better relationships, a more satisfying job or 
lifestyle). “The lack of inner order manifests itself in the subjective condition that 
some call ontological anxiety, or existential dread. Basically it is a fear o f being, a 
feeling that there is no meaning to life and that existence is not worth going on with” 
(Csikszentmihalyi, 1990, p. 12). One needs to be focused and create a life that brings 
contentment regardless of what is occurring extrinsically.
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Emotional Intelligence
The rules have changed for performance competency in our workplaces. It is
no longer enough to be in control of an organization or to obtain the ability to make
decisions or to manage an organization for order. It is our empathy, our intrinsic
leadership skills, and our innate and learned ability to reward others for their areas of
competency and adaptability that make us successful in the workplace, especially
when it comes to being a leader. It is essential to know how to get along with others
and to encourage others to get along within the workplace. These concepts have
become core requirements for leadership and also for current analysis and evaluation
of job performance (Goleman, 1998). Evaluations are made up not only o f adequate to
proficient job duty performance, but also expectations on acclimation to the
organization’s culture and personal capabilities o f getting along with others. It is
essential for leaders and even employees in particular positions to have aspects of
strong emotional intelligence.
Emotional intelligence seems to be largely learned, and it continues to develop 
as we go through life and learn from our experiences— our competence in it 
can keep growing. In fact, studies that have tracked people’s level of 
emotional intelligence through the years show that people get better and better 
in these capabilities as they grow more adept at handling their own emotions 
and impulses, at motivating themselves, and at honing their empathy and social 
adroitness. (Goleman, 1998, p. 7)
An emotional competence is a learned capability based on emotional 
intelligence that results in outstanding performance at work. . . . Our emotional 
intelligence determines our potential for learning the practical skills that are 
based on its five elements: Self-awareness, motivation, self-regulation, 
empathy, and adeptness in relationships. Our emotional competence shows us 
how much of that potential we have translated into on-the-job capabilities. 
(Goleman, 1998, pp. 24-25)
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There are five dimensions of emotional intelligence: self-awareness, self­
regulation, motivation, empathy, and social skills. These dimensions are applied 
through different avenues including independent (each makes a unique contribution to 
job performance), interdependent (each draws to some extent on certain others), 
hierarchical (the emotional intelligence capacities build upon one another), necessary 
but not sufficient (having an underlying emotional intelligence ability does not 
guarantee people will develop or display the associated competencies, such as 
collaboration or leadership).
Factors such as the climate of an organization or a person’s interest in his or 
her job will also determine whether competence manifests itself. “The general list is 
to some extent applicable to all jobs. However, different jobs make differing 
competence demands” (Goleman, 1998, pp. 25). These dimensions combined with the 
components of personal competence and social competence make up the emotional 
competence framework.
These personal competencies (defined as how we manage ourselves) include: 
self-awareness (emotional awareness, accurate self-assessment and self-confidence), 
self-regulation (self-control, trustworthiness, conscientiousness, adaptability, 
innovation), and motivation (achievement driven, commitment, initiative, optimism).
The social competencies (defined by how we handle relationships) include 
empathy (understanding others, developing others, service orientation, leveraging 
diversity, political awareness) and social skills (influence, communication, conflict
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management, leadership, change catalyst, building bonds, collaboration and
cooperation, team capabilities) (Goleman, 1998).
Emotional competence is particularly central to leadership, a role whose 
essence is getting others to do their jobs more effectively. Interpersonal 
ineptitude in leaders lowers everyone’s performance: It wastes time, creates 
acrimony, corrodes motivation and commitment, and builds hostility and 
apathy. A leader’s strengths or weaknesses in emotional competence can be 
measured in the gain or loss to the organization of the fullest talents o f those 
they manage. (Goleman, 1998, p. 32)
Signature Strengths 
Seligman (2002) defines signature strengths as “strengths o f character that a 
person self-consciously owns, celebrates and (if he or she can arrange life 
successfully) exercise everyday in work, love, play and parenting” (p. 160). These 
strengths include curiosity, love of learning, judgment, ingenuity, social intelligence, 
perspective, valor, perseverance, integrity, kindnesss, loving, citizenship, fairness, 
leadership, self-control, prudence, humility, appreciation of beauty, gratitude, hope, 
spirituality, forgiveness, humor, and zest.
Strengths such as integrity and bravery are not talents but are “moral traits” 
that are both buildable and changeable dependent upon the individual. When the 
focus is on an individual’s strengths, a more mature adaptation of that particular 
strength can be developed in different aspects of life such as work or parenting. 
Signature strengths can be developed over time. These strengths are not automatic. It 
is the individual’s choice to possess a particular strength and to acquire additional 
strengths. As an individual gets to know themselves better they build upon chosen
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strengths in order to reach his or her maximum potential in each area o f life. It is the 
individual’s choice as to when to utilize each strength, but it is encouraged that in 
order to be most successful, the individual should attempt to put their own strengths to 
use in every aspect of life (Seligman, 2002).
Signature strengths are both measurable and acquirable and are not at all 
abstract but rather concrete in nature. They are measurable values and virtues that can 
be changed over time. Signature strengths are “ubiquitous across cultures” because of 
their innate value in each different culture (Seligman, 2002). They are defined 
characteristics of an individual that are psychological in nature and evident in different 
situations and can be adapted over time and during different scenarios.
An individual’s strengths are valued independently o f any other action or 
characteristic. Therefore an individual’s signature strengths produce positive effects 
to the environment around them. There is no justification necessary to define or 
describe a person’s strengths; they are evident to those in their environment and they 
inspire others.
A signature strength “produces authentic positive emotion” and “win-win 
situations” (Seligman, 2002, p. 138) when utilized in different scenarios. People 
develop their role models based on perceived strengths that they would like to 
themselves exhibit. Good lessons are learned by good examples and the reverse is 
also the case. Displays of positive strengths produce good examples with the 
environment and influence the culture of the existing environment.
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Strengths can be ranked in order of maturity. Some strengths are basic when it 
comes to developmental profiles, such as curiosity. Other strengths are more mature 
such as perspective. Additional strengths are located midway on the maturity scale, 
such as love of learning, judgment, critical thinking, open-mindedness, ingenuity, 
social intelligence, personal intelligence and emotional intelligence. Each of these 
strengths offers insight into a person’s character and intellect but offers information at 
a different level of depth. The intensity or evidence of an individual’s strengths gives 
insight into what a person values and provides more understanding of what the person 
is really like. Each individual has a particular ranked order of strengths that define 
who he or she is. Seligman created surveys to assist individuals to determine what his 
or her strengths are so that an individual’s signature strengths can be utilized in 
different aspects o f life. The ranking o f these strengths offers individualized insight 
into one’s own psyche but also offers knowledge on how to become a better person by 
utilizing the strengths that are more innate or to develop those that we desire to have 
but may not be as ingrained or natural to us.
The ranking (either based on the results of Seligman’s surveys or based on 
one’s own insight) assists individuals in getting to know themselves better. Strengths 
that are most dominant and innate become our signature strengths. These are strengths 
that we value and that we utilize in our everyday lives. The knowledge of what these 
strengths are assist people with becoming better at who they are and what they do by 
gaining a better understanding on how we function.
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Those strengths that tend to fall in the lower ranks on the strength scale would 
be considered weaknesses. These are areas that we need to work on and, when 
choosing a profession, focusing on our interests or developing and maintaining 
friendships, need to be considered in order to avoid situations in which these strengths 
are necessary to be successful. Individuals need to build upon these strengths while 
utilizing the top strengths that we possess in order to become more rounded 
individuals and to reach happiness and contentment in all aspects o f our lives.
Individuals may possess strengths that do not necessarily feel authentic. These 
strengths may take time and energy in order to become a part o f who we are. Other 
strengths come naturally and are already a comfortable part of our daily lives. The 
latter become our workable signature strengths. These are assets that can make us 
happier and more successful when emphasized across all components o f our lives.
To find out which strengths that fall at the top of our strength ranking are 
actually our signature strengths we can see if the following criteria apply:
• A sense of ownership and authenticity (“this is really me”)
• A feeling of excitement when displaying this strength, particularly at first
•  A rapid learning curve as the strength is initially practiced
• Continuous learning of new ways to enact the strength
• A sense of yearning to find ways to use the strength
• A feeling of inevitability in using the strength (“try and stop me”)
• Invigoration rather than exhaustion while using the strength
• The creation and pursuit of personal projects that revolve around the 
strength
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• Joy, zest, enthusiasm even ecstasy while using the strength (Seligman,
2002, p. 160)
Once one determines what his or her signature strengths are, it is essential to 
utilize these strengths as frequently as possible across all aspects and settings o f life. 
The above-mentioned criteria for determining signature strengths should apply to one 
or two prevalent strengths and should then be deployed in work, love, play, and 
parenting in order to achieve what Seligman terms the “good life” (Seligman, 2002): 
“Using your signature strengths every day in the main realms of your life to bring 
abundant gratification and authentic happiness” (Seligman, 2002, p. 161). Each 
individual can build a life that falls under the description of Seligman’s good life by 
recognizing and utilizing their top signature strengths on a regular basis in all life 
situations. Weaknesses can be broken down and eliminated by building upon your 
existing strengths.
Individuals can experience the dynamic positive response that can occur when 
utilizing signature strengths after going through Seligman’s authentic happiness 
coaching course. An individual was described as having a difficult time in her life and 
was experiencing a decline in her own life in the area of happiness. She learned to 
work on her own signature strengths and to discover how to apply them into all 
aspects of her life. Her response was, “There’s no medicine that can do for you 
emotionally what building your life around your signature strengths can do” (Janes, 
2005, p. 95). This attitude positively affected her performance in the workplace.
The workplace is an essential area for signature strength emphasis. Businesses 
are finding that money is no longer the biggest motivator for prestige and importance
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for job stability. It is job satisfaction based on individual well-being that has become 
more important over the past few decades (Seligman, 2002): “While real income in 
America has risen 16% in the last 30 years, the percentage of people who describe 
themselves as ‘very happy’ has fallen from 36% to 29%” (p. 165).
Essentially, more money no longer means more happiness. If  this is the case, it 
is essential that employers must emphasize personal satisfaction as a means of job 
security and longevity in employment. “Our economy is rapidly changing from a 
money economy to a satisfaction economy” (Seligman, 2002, p. 165). This is the 
reason that businesses of all kinds are emphasizing job satisfaction and focusing their 
budgets more on retention than on recruitment. A study done in 2001 by Richard 
Ingersoll suggested that it was administrative support that was the key to job retention 
for teachers included in his study (Richards, 2007). The three keys to teachers feeling 
that they were making a difference in the profession, according to Richards, was when 
they felt respected, valued and empowered by their school principal.
Life satisfaction is the new trend in several areas of life, including 
entertainment. This may explain the new revolution of reality television shows.
People are interested in what strengths real-life individuals have in order to develop a 
better understanding of what they as individuals are capable of.
The question exists, What can I do if I am in a job that is not satisfying? 
Seligman’s (2002) answer is that “your work can be much more satisfying than it is 
now, and that by using your signature strengths at work more often, you should be 
able to recraft your job to make it so” (p. 166). By realizing what your signature
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strengths are and by utilizing them in your job, you can maximize your pleasure at 
what you do by how you are doing it. Essentially one can turn one’s job into a calling 
for life.
An individual can also acquire a state of flow during his or her job, as 
mentioned earlier, to obtain the ultimate experience in the workplace. Work 
satisfaction also is determined by the phrase “work orientation,” termed by scholars 
when it comes to a job, career or calling. These terms are further defined based on 
Seligman’s theories.
A job is work that is done for pay. A job is an obligation that an individual 
accepts in order to make a living and meet her or his basic needs in life. The 
individual is doing the job for the money, so there are no intrinsic rewards. It is done 
as a means to an end and quitting the job is easy because the individual can just get 
another one.
A career is more of a personal investment. There is a sense o f achievement 
and this achievement is compensated by money and by advancement further in the 
career earned and gained by time, investment, and dedication to the career. There is 
more power and higher prestige once an individual advances within the career so 
advancement becomes a motivator. Once an individual tops out in advancement, the 
individual moves on to search for more.
A calling is a vocation. There is a passionate desire to do what he or she is 
doing. The individual does this work because he or she loves what he or she does. It 
“contributes to the greater good.” The meaning of the work is larger than the
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individual doing the work. The work environment and the work itself are fulfilling. 
The motivator is not money or advancement. The individual in his or her calling is not 
motivated by money or promotion because without this enhancement the work still 
remains. A common calling would be that of a missionary or priest, but according to 
Seligman, any job or work can become a calling.
If an individual recrafts his or her job or career in the correct manner, his or her 
job or career can become a calling over time. “A calling must engage your signature 
strengths” (Seligman, 2002, p. 171). This is another reason why the utilization of 
signature strengths is so essential in the workplace. Gratification becomes intrinsic 
when a job or career is turned into a calling through the utilization o f an individual’s 
signature strengths.
Enjoyment of a career or other aspects of life comes from the flow of your 
circumstances. It is a choice every day to use or not use strengths. It is a choice to 
implement these strengths in a capacity that maximizes experiences which leads to 
flow. Psychological research suggests that this choice to be happy is also something 
that must be emphasized and practiced in everyday lives (Janes, 2005). It is within the 
workplace that the concept of flow is most prevalent. The “recipe” for more flow in 
the workplace is the following:
• Identify your signature strengths.
• Choose work that lets you use your signature strengths every day.
• Recraft your present work to use your signature strengths more.
• If you are the employer, choose employees whose signature strengths 
mesh with the work they will do.
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• If you are a manager, make room to allow employees to recraft the work 
within the bounds of your goals. (Seligman, 2002, p. 176)
Maximum enjoyment in the workplace is an example of why each of us should 
turn our jobs or careers into a calling. But why is it that some individuals are unhappy 
in a position that appears to be a calling? An analysis can be made with lawyers as an 
example. There are three causes shared by Seligman utilizing the theories o f positive 
psychology to attempt to describe why lawyers are so unhappy:
1. Pessimism that leads to pervasive, permanent and uncontrollable 
circumstances.
2. Low decision latitude in high-stress situations (the number o f decisions 
one has on the job or the choices that an individual believes that he or she 
has).
3. Being a part of a giant win-lose enterprise (Seligman, 2002, p, 177-180).
Pessimists have trends in their life circumstances and in job performance when
compared to more optimistic colleagues. They traditionally perform worse when it 
comes to overall job performance. They leave job situations sooner and get lower 
grades. They do worse in sporting and athletic events. Pessimists have more negative 
thoughts and predictions about the past, present, and future endeavors and have a 
higher risk o f depression. Yet pessimists do better at law. Another plausible reason 
for these results is that pessimists lack the ability to create win-win situations and 
rather create win-lose situations in life. Pessimists also continue to exhibit more 
negative than positive emotions, especially in the workplace (Seligman, 2002)
What is the solution or resolution to making the workplace a more suitable, 
positive environment, even for those more prone to negativity? Individuals need to
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learn to identify and utilize their signature strengths in the workplace on a regular 
basis. This may be redesigning an individual’s approach at an independent level or to 
redesign the workplace in order to reach and apply each employee’s strengths. In 
smaller jobs, it may mean having set aside time to implement and emphasize signature 
strengths in isolation.
Another solution or resolution would be to adapt the concepts o f learned 
optimism in order to counter negativity and create lasting and effective positive 
emotion and responses in the workplace, even in the existence of negativity. It may 
also take the skill of flexible optimism where an individual’s tolerance level must be 
challenged to adapt to each situation that develops within the workplace. An 
individual should also develop more personal control when it comes to experiences at 
work. This also includes the type and amount of work that the individual must 
balance. When it comes to professions such as law it is also encouraged to take on 
more pro bono cases to experience service orientation.
Overall, individuals’ longevity within a particular job, career, or calling and 
the workplace increases when job satisfaction is achieved and signature strengths are 
used and recognized. “There is a clear relation between positive emotion at work, 
high productivity, low turn over, and high loyalty. The exercise of a strength releases 
positive emotion” (Seligman, 2002, pp. 183-184).
These theories are evident in education as well as educational administration.
In a dual study conducted by Richards (2004, 2007), interviews were conducted with 
K-8 teachers regarding the effects of principal behaviors on their perception and
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performance. Twenty-two positive behaviors and attitudes were created as a result of 
the initial interviews (Richards, 2004). A follow-up survey was given to 100 teachers 
and 100 principals to see if these behaviors affected the school environment. The two 
behaviors that had a profound difference for the participants were “supports teachers 
with parents” and “supports teachers in matters of student discipline” (Richards,
2007). A third study was conducted with experienced teachers to determine if there 
was a difference in perception of principal behaviors. This research showed that the
same five principal behaviors were valued the same regardless of the number o f years
experience of the participants (Richards, 2007). The first was emotional support and 
safety. Other important perceptions noted were motivation and collaboration, respect 
as a professional, respect for their knowledge and experience, value for teachers’ 
opinions, and input on decision making. Below is the breakdown o f the comparison of 
the top five positive principal behaviors from her survey:
Teacher Ranking Order
1. Respects and values teachers as professionals
2. Supports teachers in matters of student discipline
3. Has an open-door policy
4. Is fair, honest, and trustworthy
5. Supports teachers with parents
Principal Ranking Order
1. Encourages teachers to improve in areas of teaching practice and 
professional development
2. Holds consistent, high standards for all members o f the school family
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3. Respects and values teachers as professionals
4. Is fair, honest, and trustworthy
5. Has an open-door policy (p. 50)
Summary
Leaders today are faced with the challenge of keeping up with a society that is 
continuously changing and where the only constant is change itself. It has become 
increasingly more difficult to maintain the level of leadership necessary to run 
successful organizations due to the increase in responsibilities and accountability and 
the decrease in support. This is particularly true of education. With the demands of 
NCLB, educational administrators are faced with the reality of accountability 
combined with the challenge o f leading in environments where a demographic shift is 
common ground. Educational leaders are faced with a marketplace that:
• Is extraordinarily dynamic and driven by transformational technologies 
that are almost obsolete the moment they are installed;
• Demands organizations be client centered and nimble or face extinction;
• Offers employment conditions with limitless challenge, flexibility, and
opportunity for the able, adept, and highly motivated but with 
increasingly limited opportunities for others;
• Contains an exploding knowledge base with limitless access;
• Functions within a society becoming more diverse and unequal every day
and more divided about what to do about those differences and 
inequalities;
• Holds powerful political and cultural pressures for everyone to pull his or
her won weight or reap the consequences; and
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• Changes constantly. (Schwahn & Spady, 1998, pp. 13-14)
The total leader is purpose-, value- and vision-driven. They are visionaries, 
rely on future forecasting, and are lifelong learners. “Total leaders are individuals 
who embody all of the performance abilities and attributes needed to erect the pillars 
o f productive change and carry out the essential processes that make successful 
systemic change happen” (Schwahn & Spady, 1998, p. 17).
Leadership encompasses the innate and intrinsic strengths and characteristics 
that go beyond the basic principles of management. Leaders who are successful in 
today’s workplace have a strong sense of value and purpose. “The most important 
thing to know is that the combination of moral purpose and relational trust generates 
the wherewithal to go the extra mile” (Fullan, 2003, p. 62). Leading in itself creates 
meaning. Obtaining a leadership position within our culture creates the path for 
determining what is important in one’s life (Fullan, 2003). Leading defines a sense of 
moral purpose that equips us with the strengths not only to become better leaders but 
to bring out leaders among our organizations and assist us in developing a vision that 
the organization can trust and follow (Fullan, 2001).
This definition of moral purpose leads us to a deeper knowledge of ourselves, a 
leading premise that defines the importance of having signature strengths. “Know 
thyself, then, means separating who you are and who you want to be from what the 
world thinks you are and wants you to be” (Bennis, 1994, p. 54).
“A new moral principle is emerging, which holds that the only authority 
deserving one’s allegiance is that which is freely and knowingly granted by the led to
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the leader in response to, and in proportion to, the clearly evident servant stature o f the 
leader” (Greenleaf, 2002, p. 21).
Leadership can be broken down into categories or levels of competency. It is 
no longer the simplistic difference between a leader and a manager. Collins (2001) 
breaks down the competency of leaders. He defines these levels under the following 
categories:
Collins’s Five Level Hierarchy:
Level 5: Executive
Builds enduring greatness through a paradoxical blend of personal humility 
and professional will.
Level 4: Effective Leader
Catalyzes commitment to and vigorous pursuit o f a clear and compelling 
vision, stimulating higher performance standards.
Level 3: Competent Manager
Organizes people and resources toward the effective pursuit of predetermined 
objectives.
Level 2: Contributing Team Member
Contributes individual capabilities to the achievement of group objectives and 
works effectively with others in a group setting.
Level 1: Highly Capable Individual
Makes productive contributions through talent, knowledge, skills, and good 
work habits, (p. 20)
To become a Level 5 leader, the “executive” who builds enduring greatness 
through a paradoxical blend of personal humility and professionalism must have a 
greater sense of who he or she is. The leader must embrace this new sense of
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leadership and build upon his or her strengths to define the vision of the organization. 
The leader must utilize his or her signature strengths to lead the organization in the 
best possible way that he or she can in order to achieve or obtain the full life within 
their profession.
Leaders can decide to be primarily concerned with leaving assets to their 
institutional heirs or they can go beyond that and capitalize on the opportunity 
to leave a legacy, a legacy that takes into account the more difficult, qualitative 
side of life, one which provides greater meaning, more challenge, and more joy 
in the lives of those whom leaders enable. (DePree, 1989, pp. 13-14)




This chapter describes the population and sample, design of the study, data 
collection instrument and techniques, data collection procedures, and data analysis for 
the study o f signature strengths of public school principals.
Population and Sample 
The population for this study included public school principals separated into 
three levels for data analysis: elementary (K-5th/6th), middle school (6th/7th-8th), and 
high school (9th-12th) in the collar counties of northern Illinois. A list o f principals 
was obtained from each county office’s online website in Lake, Kane, McHenry, Will, 
and DuPage. Principals included in these online contact lists within each county 
received the packet of materials mailed to their available work address. Seven 
hundred eighty-four survey packets were mailed to the principals in these counties. 
Each packet of information included a self-addressed stamped envelope for response, 
a cover letter (Appendix A), participant consent form (Appendix B), demographic 
response form (Appendix C) and the three-part survey on signature strengths 
(Appendix D).
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Design of the Study 
This study employed a survey design method (questionnaire) to facilitate a 
description of the patterns of the signature strengths of Illinois public school principals 
in the study. The purpose of the study was to examine the relative extent to which 
Illinois public school principals utilize signature strengths in their profession, as well 
as to examine the profiles of signature strengths. This study also comparatively 
analyzes the profiles of signature strengths based on demographic data (age, gender, 
number of years experience as a principal, grade level of building, and county o f each 
educational building). Finally, this study examines the extent to which participants 
agreed with Seligman’s (2002) application of the full life. The self-administered 
questionnaire also provided for rapid turnaround of data collection.
Data Collection Instrument 
The first portion of the survey instrument consisted o f a shortened version of 
the Values in Action (VIA) Strengths Survey. The instrument was developed by the 
Values in Action Institute under the direction of Christopher Peterson and Martin 
Seligman (Seligman, 2002). Scores from the scales (as determined by the developers 
of the instrument) show satisfactory reliability (a  > .70) and substantial test-retest 
correlations (r > .70). The Values in Action Inventory o f Strengths (VIA-IS) has been 
validated against self- and other-nomination of character strengths and correlates with 
measures o f subjective well-being and happiness (VIA, 2007). The second and third
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portions of the survey included the items defined below scored on a six-point Likert- 
type response scale.
The first portion of the survey instrument outlined 48 items related to 
Seligman’s (2002) 24 signature strengths. Participants were asked to respond to each 
o f the 48 items based on the application of each item to his or her lifestyle. The 
response was based on a six-point Likert-type response scale (very much like me, like 
me, neutral, unlike me, very much unlike me). Participants were asked to circle the 
description that best fit his or her agreement to each statement. The sum of the two 
items determined a participant’s strength score.
The second portion of the survey instrument included a chart that listed all 24 
signature strengths. Each participant was provided with the statement, “I utilize this 
strength in my profession,” and was then asked to rate the application o f each strength 
to his or her profession on a six-point Likert response scale (l=strongly agree,
2=agree, 3=mildly agree, 4=mildly disagree, 5=disagree, 6=strongly disagree) by 
circling the response that corresponded to the participant’s agreement with the 
statement. A detailed description of each of the signature strengths as written by 
Seligman (2002) was attached to the survey to be used by each participant as a 
reference.
The third portion of the survey posed a statement that pertained to achieving 
the full life (defined in Chapter 1). Seligman’s (2002) definition of the full life was 
provided for the participant’s reference. Participants were asked to rate their level of 
agreement to the statement, “Utilization of specific signature strengths allows me to
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achieve or obtain the full life in my profession,” based on a six-point Likert response 
scale (l=strongly agree, 2=agree, 3=mildly agree, 4=mildly disagree, 5=disagree, 
6=strongly disagree).
Data Collection Procedures
Participants in the study were sent an envelope to their work address that 
included a cover letter explaining the study, an informed consent document, the 
survey, a description of each signature strength, and a stamped envelope. Participants 
were contacted consistent with permission granted by the Institutional Review Board 
o f Northern Illinois University. Data were compiled utilizing a self-created Microsoft 
Excel spreadsheet and analyses carried out with SPSS. Of the 784 total packets that 
were sent out to principals, 329 completed responses were returned. The total 
response rate was 42%.
Data Analysis
This study made use of both descriptive and inferential statistics to examine 
the obtained data. The outcome variables were the scores on each of the 24 perceived 
signature strengths, scores on each of the utilized signature strengths, and the 
agreement score on the full life item. Comparative analyses were based on the 
following demographic variables:
• Age of participants (age 30-43, age 44-53, age 54 or more)
• Gender of participants (Male/Female)
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• Number of years as a school principal (1-4 years, 5-9 years, 10 or more 
years)
• Grade level of students in the participant’s building: elementary 
(kindergarten through grades 5/6), junior high/middle school (grades 6-8), high 
school (grades 9-12)
• County in which the principals’ worked (Lake, Kane, McHenry, Will, 
DuPage)
The survey provided me with the data necessary to carry out both descriptive analyses 
and profile analyses, which are an application of multivariate analyses o f variance 
(MANOVA; Tabachnick & Fidell, 2007). Parallelism, overall differences among 
groups and the effect size of the profile analyses were assessed.
Research Question 1 
For Part I of the survey, scores on each of the 24 perceived signature strengths 
were computed by summing the scores for each of the 24 two-part responses (i.e., each 
signature strength score consisted of the mean of two item responses). Following the 
guidelines outlined by Seligman (2002), the responses summed together provide me 
with the score for each of the 24 strengths. The mean scores and standard deviations 
for all participants were computed and plotted for comparative analysis. In addition, 
95% confidence intervals for the mean scores were computed. The rank order o f each 
category’s strengths was then determined.
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Research Question 2 
To assess Research Question 2, descriptive statistics were computed for the 24 
perceived signature strengths grouped by each of the indicated demographic variables. 
Profile analyses to test for parallelism were carried out for each demographic area to 
determine if there was a significant difference in the pattern of perceived signature 
strength profiles (Tabachnick & Fidell, 2007). An alpha level of .05 was chosen as a 
criterion for significance, and Pillai’s trace was used as a test statistic. The estimated 
marginal means were plotted (as profiles), and these profile plots examined.
Research Question 3 
To assess Research Question 3, descriptive statistics were computed for each 
of the 24 utilized signature strengths by each of the specified demographic variables. 
Profile analyses were again conducted on these utilized signature strengths using each 
o f the five demographic areas as grouping variables. An alpha level o f .05 was chosen 
as a criterion for significance, and Pillai’s trace was used as a test statistic. The 
estimated marginal means were plotted (as profiles), and these profile plots examined.
Research Question 4 
Research Question 4 concerned differences across the demographic areas 
based on participants’ responses to the “full life” item (i.e., “Utilizing specific 
signature strengths allows me to achieve or obtain the full life in my profession”). To 
assess these questions, descriptive statistics for this outcome were computed by each
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demographic category. Mean responses (by demographic category) were plotted and 
one-way ANOVA carried out to determine the significance of group differences in 
responses. Where appropriate, post-hoc pairwise comparisons were conducted.
Summary
This chapter summarized the methodology of the study, which was intended to 
examine differences in the perception and utilization o f signature strengths by 
demographic characteristics and to determine differences in the extent o f agreement to 
Seligman’s (2002) philosophy of the full life among Illinois principals working in the 
collar counties of Illinois based on the demographic data provided by each participant.




The purpose of this study was to examine the profiles o f perceived and utilized 
signature strengths of public school principals and investigate profile differences by 
demographic variables of age, gender, number of years experience, school type (grade 
level o f building), and county of school building. This study was also intended to 
determine the participants’ level of agreement with the philosophy of Seligman’s 
(2002) full life defined in Chapter 1.
Chapter 4 reports the results of the data analysis compiled from all three 
components of the survey: Part I: Signature Strengths, Part II: Utilization o f Your 
Signature Strengths, and Part III: The Full Life (see Appendix D).
Sample Characteristics
A sample of 784 public school principals working in the collar counties of 
northern Illinois yielded n = 329 responses. An additional 11 responses were 
submitted that were not usable (two of these surveys were returned blank and nine 
were submitted with incomplete information). These surveys were not included in the
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data analysis and were therefore not included in the total return count of 329. The 










Percent o f  Total 
Responses
784 329 42%
O f the 329 total responses, 110 respondents (34.4%) were between the ages of 
30-43 years, 118 (35.9%) o f the respondents were between the ages o f 44-53 years, 
and 101 respondents (30.7%) were 54 years or older (see Table 2). The mean age of 
all individuals in the survey was 47.8 years and the median age was 49.0 years. O f the 
329 principals responding to the survey, 155 (47.1%) were men and 174 (52.9%) were 
women.
O f the 329 responding principals, 114 (34.7%) had 1-4 number o f years 
experience, 110 (33.4%) had 5-10 number of years experience and 105 (31.9%) had 
11 or more number of years experience. The mean number of years worked by 
principals in the sample was 8.41 and the median number of years worked as a 
principal was 7 (see Table 2).
The breakdown of school type was as follows: of the 329 responding 
principals, 220 principals (66.8%) worked in elementary buildings, 62 principals 
(18.8%) worked in junior high/middle school buildings, and 47 principals (14.3%)
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f l iany grade level combination between kindergarten and 6 grade), middle school or 
junior high was defined as any grade level combination between 6th and 8th grades), 
and high schools were defined as any grade level combination between 9th and 12th 
grades.
The breakdown of county was as follows: 74 principals (22.5%) worked in 
Lake County, 45 principals (13.7%) worked in Kane County, 34 principals (10.3%) 
worked in McHenry County, 42 principals (12.8%) worked in Will County, and 118 
principals (35.9%) worked in DuPage County (see Table 2).
Table 2
Demographic Information o f  Sample
Demographic Category n Percent
Age
Age 30-43 110 34.4
Age 44-53 118 35.9




Principal Number o f  Years Experience
1 -4 years 114 34.7
5-10 years 110 33.4
11 years or more 105 31.9
School Type
Elementary School 220 66.8
Junior High/Middle School 62 18.8
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Research Question 1
Each of the items in Part I of the survey was presented in two-part form, and 
these items provided the data to answer Research Question 1: What are the top five 
(perceived) strengths of principals working in public education?
Participants were asked to respond to each statement o f the survey based on a 
five-point Likert-type response scale (very much like me, like me, neutral, unlike me, 
very much unlike me). Each statement aligned with one of the 24 strengths provided 
by Seligman (2002) in the identification of signature strengths. The score for each of 
the 24 signature strengths was tabulated by summing the two responses associated 
with each strength.
Responses to the first portion if each statement ( la  through 24a) were given the 
following numerical values: very much like me = 5, like me = 4, neutral =3, unlike 
me = 2, very much unlike me = 1. Responses to the second part o f each statement (lb  
through 24b) were reverse scored. The combined score for each statement reflected 
the participant’s strength score. For example, if  a participant stated that la  was very 
much like me (5) and lb  was very much unlike me (5), he or she would have a 
curiosity score of 10. In this example curiosity would be a strength that the principal 
identified with strongly, a signature strength.
Table 3 shows descriptive statistics (means, standard deviations, rank, and 95% 
confidence level) for each of the 24 strengths. The top five signature strengths for the 
mean of all participants were (in descending order) spirituality, zest, gratitude, love of 
learning, and fairness. The five lowest signature strengths of all participants were self-
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control, humility, perseverance, prudence, and citizenship. Confidence intervals 
(95%) for each of the 24 strengths were constructed. Based on the 95% confidence 
intervals, the means for the top five signature strengths do not differ significantly (see 
Figure 1).
Table 3





Intervals o f  the Means
Highest=l
Lowest=24 Lower Upper
Curiosity 7.73 1.42 16 7.58 7.88
Love o f  Learning 8.43 1.14 4 8.31 8.55
Judgment 8.22 1.17 9 8.09 8.35
Ingenuity 7.67 1.35 18 7.53 7.82
Social Intelligence 8.00 1.40 12 7.85 8.15
Perspective 7.78 1.50 15 7.62 7.95
Valor 7.61 1.15 19 7.49 7.74
Perseverance 7.31 1.50 22 7.14 7.47
Integrity 8.27 1.15 7 8.15 8.40
Kindness 8.05 1.36 10 7.90 8.20
Loving 8.23 1.34 8 8.08 8.37
Citizenship 7.43 1.31 20 7.29 7.57
Fairness 8.42 1.09 5 8.30 8.54
Leadership 7.86 1.16 14 7.73 7.98
Self-Control 6.85 1.59 24 6.68 7.02
Prudence 7.33 1.42 21 7.17 7.48
Humility 7.22 1.38 23 7.07 7.37
Appreciation o f  Beauty 7.98 1.46 13 7.82 8.14
Gratitude 8.57 1.15 3 8.45 8.70
Hope 8.35 1.18 6 8.23 8.48
Spirituality 8.72 1.22 1 8.58 8.85
Forgiveness 8.03 1.23 11 7.90 8.17
Humor 7.69 1.47 17 7.53 7.85
Zest 8.64 1.09 2 8.52 8.76
Note: n= 329











Figure 1: Mean perceived signature strengths and 95% confidence bounds for all 
participating principals.
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Research Question 2
Research Question 2: How can the profiles (of perceived strengths) of 
participating principals be described and do the profiles differ based on the 
demographic categories of age, gender, number of years experience, school type 
(grade level of building), or the county where each participating principal worked?
As discussed previously under Research Question 1, the means for the top five 
signature strengths of spirituality, zest, gratitude, love of learning, and fairness do not 
vary significantly based on the 95% confidence interval. The means of all participants 
for perceived signature strength scores ranged from 8.72 (spirituality) to 6.85 (self- 
control). All 24 signature strengths perceived scores range between agree to strongly 
agree (see Figure 1).
Age
Means and standard deviations were computed for the demographic category 
o f age (see Table 4). Utilizing Pillai’s trace, a test for parallelism of profiles by age 
indicated a nonsignificant interaction between signature strength and age (F  (46, 280)
= 1.198, p  = .179) (see Table 5). Partial eta square (partial e 1 = .083) indicated a 
moderate effect size (criteria o f .01 = small effect, .06 = moderate effect, and .14 = 
large effect; Cohen, 1988).
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Table 4





Age 54 or more 
(«=101)
Signature Strength M SD M SD M SD
Curiosity 7.25 1.47 7.84 1.30 8.12 1.37
Love o f  Learning 8.24 1.20 8.47 1.03 8.59 1.17
Judgment 7.97 1.23 8.26 1.08 8.44 1.16
Ingenuity 7.52 1.48 7.66 1.28 7.85 1.27
Social Intelligence 8.00 1.41 7.86 1.35 8.17 1.44
Perspective 7.73 1.39 7.81 1.53 7.82 1.60
Valor 7.47 1.20 7.51 1.08 7.89 1.13
Perseverance 7.04 1.38 7.56 1.54 7.31 1.55
Integrity 8.08 1.12 8.46 1.12 8.27 1.20
Kindness 7.88 1.40 8.17 1.26 8.10 1.44
Loving 8.08 1.38 8.21 1.34 8.41 1.28
Citizenship 7.22 1.31 7.43 1.34 7.65 1.24
Fairness 8.42 1.23 8.32 1.04 8.53 1.00
Leadership 7.84 1.02 7.78 1.25 7.97 1.21
Self-Control 6.70 1.61 6.92 1.44 6.93 1.73
Prudence 7.09 1.41 7.42 1.46 7.48 1.37
Humility 7.16 1.57 7.29 1.25 7.21 1.31
Appreciation o f  Beauty 7.75 1.60 8.06 1.36 8.13 1.39
Gratitude 8.43 1.24 8.54 1.15 8.76 1.01
Hope 8.02 1.31 8.47 1.07 8.58 1.06
Spirituality 8.48 1.38 8.77 1.12 8.91 1.12
Forgiveness 7.76 1.35 8.16 1.12 8.18 1.18
Humor 7.68 1.38 7.81 1.54 7.57 1.47
Zest 8.61 1.16 8.68 0.98 8.62 1.15
Table 5
Multivariate Test for Profile o f  Perceived Signature Strengths by Age
Effect Value F
Hypothesis








Trace .166 1.198 46.000 608.000 .179 .083
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The departure from parallelism can be noted in the profiles based on the three 
age categories. Although the test for parallelism was nonsignificant, i.e., profiles 
could differ based on chance alone, the moderate effect size was apparent. Relative to 
the older categories, the profile of the participants aged 30-43 was elevated on love of 
learning, social intelligence, and humility, and the profile was deflated on ingenuity 
and hope. Compared to the younger categories, the profile for participants 54 years or 
older was elevated for valor and depressed for humor. Compared to the other two age 
categories, the profile of the middle category including participants aged 44-53 was 
inflated on perspective, perseverance, and hope but deflated on loving (see Figure 2).
Gender
Means and standard deviations were computed for the demographic category 
of gender for the 24 signature strengths (see Table 6). Using Pillai’s trace, the profiles 
by gender, seen in Table 7, indicated a significant interaction between strength and 
gender (F (23, 303) = 3.779, p  = .000). Partial eta square (partial s 2= .222) also 
indicated a large effect size.






























-♦— Ages 30-43 —■— Ages 44-53 —■— Age 54 or more
Figure 2: Estimated marginal means for perceived signature strengths by age.
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Means and Standard Deviations for Perceived Signature Strengths by Gender
Men («=155) Women («=174)
Signature Strength M SD M SD
Curiosity 7.66 1.37 7.79 1.47
Love o f  Learning 8.15 1.17 8.67 1.04
Judgment 8.19 1.27 8.25 1.07
Ingenuity 7.68 1.35 7.67 1.35
Social Intelligence 7.86 1.42 8.13 1.38
Perspective 7.67 1.53 7.89 1.47
Valor 7.54 1.17 7.68 1.13
Perseverance 7.15 1.45 7.44 1.54
Integrity 8.14 1.06 8.40 1.22
Kindness 7.91 1.29 8.18 1.42
Loving 7.95 1.27 8.47 1.35
Citizenship 7.45 1.20 7.41 1.40
Fairness 8.43 1.05 8.41 1.13
Leadership 7.74 1.04 7.96 1.26
Self-Control 7.09 1.51 6.63 1.63
Prudence 7.04 1.43 7.58 1.37
Humility 7.40 1.39 7.06 1.35
Appreciation o f  Beauty 7.99 1.39 7.97 1.53
Gratitude 8.35 1.19 8.76 1.07
Hope 8.28 1.20 8.42 1.15
Spirituality 8.50 1.35 8.91 1.06
Forgiveness 8.13 1.07 7.95 1.36
Humor 7.94 1.43 7.48 1.47
Zest 8.48 1.05 8.78 1.11
Table 7
Multivariate Test for Profile o f  Perceived Signature Strengths by Gender
Effect Value F
Hypothesis
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Examination of the profile plots showed several gender distinctions. Relative 
to the profile of the males, the profile for the female participants was elevated for love 
of learning, social intelligence, loving, prudence, appreciation of beauty, gratitude, 
spirituality, and zest and deflated for judgment, citizenship, self-control, hope, 
forgiveness, and humor. Relative to the profile o f the females, the profile of the male 
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Figure 3: Estimated marginal means for perceived signature strengths by gender.
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Number o f Years Experience
Means and standard deviations for all 24 strengths were computed for the 
demographic category of principal number o f years experience (see Table 8).
Utilizing Pillai’s trace, profiles by number of years experience as a principal indicated 
a nonsignificant interaction between signature strengths and number of years 
experience as a principal (F (46, 280) = 1.073,/? = .349). Partial eta square (partial s 2 
= .075) indicated a moderate effect size (see Table 9).
Although nonsignificant, the profiles for the principals based on number of 
years experience varied moderately from parallelism. Relative to the more 
experienced principal profiles, the profile of those with less experience (1-4 years of 
experience) was inflated for kindness and deflated for prudence, integrity, loving and 
humor. Compared to the participants with less experience, the profile of principals 
with the most experience (11 years or more) was inflated for ingenuity and leadership 
and deflated for love of learning and zest. Relative to the first two experience profiles, 
the profile o f the participants with 5-10 years o f experience was elevated for 
perspective, perseverance, and prudence and deflated for social intelligence and 
humility (see Figure 4).
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Table 8
Means and Standard Deviations for Perceived Signature Strengths by
Number o f  Years Experience
1-4 years 
(n= 114)
5-10 years (n= 110) 11 or more years 
(«=105)
Signature Strength M SD M SD M SD
Curiosity 7.61 1.51 7.68 1.42 7.91 1.32
Love o f  Learning 8.49 1.10 8.40 1.18 8.39 1.13
Judgment 8.24 1.21 8.17 1.15 8.25 1.16
Ingenuity 7.61 1.28 7.66 1.45 7.74 1.32
Social Intelligence 8.17 1.35 7.70 1.53 8.13 1.28
Perspective 7.79 1.46 7.80 1.51 7.76 1.55
Valor 7.63 1.12 7.61 1.22 7.60 1.11
Perseverance 7.25 1.55 7.40 1.44 7.28 1.52
Integrity 8.18 1.15 8.35 1.14 8.30 1.17
Kindness 8.11 1.35 7.93 1.35 8.12 1.40
Loving 8.22 1.37 8.19 1.42 8.28 1.21
Citizenship 7.42 1.21 7.34 1.42 7.53 1.29
Fairness 8.58 1.17 8.29 1.10 8.38 0.97
Leadership 7.88 1.11 7.68 1.36 8.02 0.97
Self-Control 6.83 1.67 6.76 1.50 6.95 1.59
Prudence 7.06 1.50 7.55 1.26 7.37 1.46
Humility 7.11 1.39 7.15 1.57 7.43 1.12
Appreciation o f  Beauty 7.89 1.50 7.95 1.50 8.10 1.38
Gratitude 8.57 1.29 8.51 1.08 8.64 1.05
Hope 8.32 1.24 8.34 1.14 8.40 1.16
Spirituality 8.66 1.20 8.71 1.24 8.79 1.23
Forgiveness 8.04 1.29 7.98 1.26 8.09 1.14
Humor 7.58 1.44 7.69 1.38 7.82 1.58
Zest 8.76 1.08 8.68 1.07 8.46 1.11
Table 9
Multivariate Test for Profile o f  Perceived Signature Strengths by Number o f  Years Experience
Effect Value F
Hypothesis
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Signature Strengths and 
Number o f  Years 
Experience
Pillai’s
Trace .150 1.073 46.000 608.000 .349 .075
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Figure 4: Estimated marginal means for perceived signature strengths by number of 
years experience.


















Means and standard deviations for all 24 strengths were computed for the 
demographic category of school type (see Table 10). Utilizing Pillai’s trace, a test for 
parallelism of profiles by grade level indicated a significant interaction between 
signature strength and grade as seen in Table 11 (F (46, 280) = 2.036, p  < .000).
Partial eta (partial s 2 = .133) indicated a large effect size.
There was a significant and large departure from parallelism for the profiles of 
participants based on the grade level administered by participants demonstrated in 
Figure 5. Relative to the other two grade levels, the profile of participants working in 
high schools deviated from parallelism the most. Compared to the elementary and 
junior high/middle school profiles, the profile of high school principals was inflated 
for love of learning, judgment, valor, leadership, humility, hope, and zest and was 
deflated for curiosity, ingenuity, social intelligence, kindness, citizenship, prudence, 
spirituality, and forgiveness. Relative to the high school and junior high/middle 
school profiles, the profile o f participants working in elementary schools was inflated 
for integrity, prudence, appreciation of beauty, and gratitude and was deflated for 
citizenship, self-control, humility and forgiveness. Compared to elementary and high 
school profiles, the profile of participants working in junior high/middle schools was 
inflated for perspective, kindness, and forgiveness but deflated for valor, loving and 
leadership.
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Table 10




School 0 =62) High School («=47)
Signature Strength M SD M SD M SD
Curiosity 7.83 1.44 7.68 1.20 7.32 1.55
Love o f  Learning 8.48 1.16 8.35 1.13 8.28 1.02
Judgment 8.23 1.16 8.00 1.23 8.45 1.08
Ingenuity 7.70 1.29 7.44 1.48 7.83 1.40
Social Intelligence 8.05 1.42 7.82 1.48 8.00 1.20
Perspective 7.83 1.51 7.82 1.35 7.53 1.65
Valor 7.60 1.19 7.48 1.00 7.87 1.12
Perseverance 7.30 1.55 7.21 1.39 7.49 1.43
Integrity 8.34 1.14 7.98 1.22 8.36 1.09
Kindness 8.07 1.45 8.10 1.28 7.91 1.06
Loving 8.40 1.25 7.69 1.51 8.15 1.33
Citizenship 7.42 1.36 7.35 1.24 7.55 1.16
Fairness 8.45 1.07 8.39 1.03 8.30 1.27
Leadership 7.91 1.13 7.65 1.13 7.87 1.36
Self-Control 6.75 1.61 6.92 1.57 7.23 1.46
Prudence 7.44 1.36 7.34 1.57 6.76 1.42
Humility 7.02 1.36 7.45 1.36 7.85 1.27
Appreciation o f  Beauty 7.98 1.52 7.87 1.29 8.13 1.39
Gratitude 8.66 1.15 8.24 1.07 8.57 1.17
Hope 8.42 1.15 7.98 1.31 8.53 1.00
Spirituality 8.81 1.14 8.26 1.46 8.87 1.13
Forgiveness 8.09 1.28 7.97 1.06 7.87 1.23
Humor 7.77 1.46 7.60 1.44 7.45 1.54
Zest 8.62 1.13 8.50 1.07 8.89 0.87
Table 11
Multivariate Test for Profile o f  Perceived Signature Strengths by School Type
Effect Value F
Hypothesis





Trace .734 36.408 23.000 303.000 .000 .734
Signature Strengths and 
School Type
Pillai’s
Trace .267 2.036 46.000 608.000 .000 .133
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Figure 5: Estimated marginal means for perceived signature strengths by school type.
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County
Means and standard deviations for all 24 strengths were computed for the 
demographic category of county (see Table 12). Using Pillai’s trace, the profiles for 
county, as seen in Table 13, indicated a nonsignificant interaction between signature 
strengths and county (F (96, 230) = 1.059,p  = .337). Partial eta square indicated a 
moderate effect size (partial e 2 = .078).
Although there was not a significant interaction between the signature 
strengths and county, there was a moderate departure from parallelism for the profiles 
o f participants based on the county they worked in as seen in Figure 6. Relative to the 
profiles of the other four counties, the profile of participants working in Will County 
demonstrated the greatest departure from parallelism. The profile o f Will County 
participants was inflated for leadership, humility, and humor and was deflated for 
judgment, perspective, valor, kindness, citizenship, prudence, and appreciation of 
beauty. Relative to the profiles of Lake, Kane, Will, and McHenry counties, the 
profile of those working in DuPage County was inflated for leadership and forgiveness 
but deflated for social intelligence and perseverance. Relative to the other county 
profiles, the profile of Kane County participants was inflated for ingenuity, integrity, 
loving, and appreciation of beauty but deflated for judgment. Compared to the other 
counties, the Lake County profile was inflated for ingenuity and zest and deflated for 
judgment, social intelligence, loving, and humility. Relative to the profiles of the 
participants working in the counties of Lake, Kane, Will, and DuPage, the McHenry
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County participant profile was inflated for valor, kindness, humility, and humor and 
the profile was deflated for perspective and spirituality.
Table 12








(« = 1 18)
Will («=42)
Signature Strength M SD M SD M SD M SD M SD
Curiosity 7.82 1.34 7.67 1.31 7.41 1.42 7.87 1.59 7.55 1.19
Love o f  Learning 8.43 1.18 8.58 1.03 8.47 1.21 8.39 1.11 8.31 1.12
Judgment 8.09 1.20 7.98 1.32 8.44 0.89 8.40 1.10 8.02 1.18
Ingenuity 7.92 1.53 7.67 1.04 7.74 1.11 7.64 1.29 7.40 1.58
Social Intelligence 7.91 1.47 8.11 1.35 8.35 1.07 7.88 1.45 8.10 1.45
Perspective 7.78 1.55 7.76 1.60 7.50 1.54 7.93 1.47 7.79 1.39
Valor 7.54 1.10 7.60 1.39 7.76 0.92 7.70 1.17 7.36 1.08
Perseverance 7.50 1.49 6.71 1.50 6.97 1.51 7.49 1.50 7.33 1.39
Integrity 8.28 1.32 8.24 1.13 7.97 1.38 8.38 1.01 8.31 1.00
Kindness 8.08 1.28 7.87 1.63 8.29 1.00 8.14 1.43 7.67 1.28
Loving 8.09 1.31 8.51 1.16 8.18 1.55 8.26 1.34 8.10 1.36
Citizenship 7.46 1.33 7.58 1.14 7.56 0.99 7.57 1.30 6.90 1.54
Fairness 8.65 1.01 8.40 1.40 8.56 0.99 8.31 1.07 8.33 0.95
Leadership 7.84 1.06 7.58 1.22 7.94 1.18 7.95 1.05 8.00 1.40
Self-Control 6.76 1.73 6.69 1.73 6.94 1.25 6.96 1.57 6.93 1.35
Prudence 7.47 1.32 7.18 1.54 7.29 1.49 7.41 1.49 7.10 1.23
Humility 7.01 1.42 6.98 1.31 7.56 1.26 7.24 1.40 7.69 1.16
Appreciation o f  
Beauty 8.03 1.44 8.31 1.18 8.24 1.18 8.00 1.47 7.55 1.50
Gratitude 8.59 1.27 8.56 1.14 8.53 1.16 8.61 1.13 8.45 1.06
Hope 8.43 1.18 8.13 1.31 8.26 1.24 8.50 1.11 8.12 1.15
Spirituality 8.80 1.22 8.51 1.36 8.35 1.20 8.91 1.12 8.55 1.37
Forgiveness 8.15 1.17 7.93 1.37 8.03 1.09 8.09 1.19 7.79 1.37
Humor 7.65 1.63 7.67 1.31 8.21 1.41 7.61 1.42 7.76 1.54
Zest 8.74 1.11 8.49 1.08 8.74 0.93 8.73 1.03 8.40 1.08
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Table 13
Multivariate Test for Profile of Perceived Signature Strengths by County
Effect Value F
Hypothesis
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Figure 6: Estimated marginal means for perceived signature strengths by county.
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Research Question 3 
Research Question 3: How can the profile of utilized signature strengths be 
described and do the profile descriptions differ based on the demographic categories 
of age, gender, number of years experience, school type (grade level o f building), or 
the county where each participating principal worked? To address this question, 
means and standard deviations were computed for the utilization o f strengths for all 
participants (see Table 14).
The mean scores for the utilization of signature strength scores for all participants 
ranged from 4.81 (appreciation of beauty) to 5.80 (integrity). All scores fell within the 
agree to strongly agree range, suggesting that the mean of participants utilized all 24 
strengths in their profession to some degree. The top five utilized signature strengths 
for the mean o f all participants were integrity, leadership, love o f learning, fairness 
and kindness. Based on the 95% confidence intervals, the means for the top five 
signature strengths do not differ significantly (see Figure 7).
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Table 14





Intervals o f  the 
Means
Utilized Signature Strengths Lower Upper
Curiosity 5.12 0.68 5.04 5.19
Love o f  Learning 5.59 0.60 5.53 5.66
Judgment 5.55 0.69 5.48 5.62
Ingenuity 5.18 0.75 5.10 5.26
Social Intelligence 5.51 0.66 5.44 5.58
Perspective 5.43 0.62 5.36 5.50
Valor 4.86 0.85 4.76 4.95
Perseverance 5.55 0.63 5.48 5.62
Integrity 5.80 0.41 5.76 5.85
Kindness 5.57 0.66 5.49 5.64
Loving 5.18 0.90 5.08 5.27
Citizenship 5.34 0.70 5.26 5.41
Fairness 5.59 0.60 5.53 5.66
Leadership 5.73 0.45 5.68 5.78
Self-control 5.35 0.72 5.27 5.43
Prudence 4.97 0.86 4.88 5.06
Humility 5.19 0.84 5.09 5.28
Appreciation o f  Beauty 4.81 1.05 4.70 4.93
Gratitude 5.40 0.69 5.33 5.48
Hope 5.36 0.79 5.27 5.44
Spirituality 4.78 1.15 4.66 4.91
Forgiveness 5.16 0.78 5.07 5.24
Humor 5.53 0.68 5.46 5.60
Zest 5.32 0.73 5.24 5.40
Note: n= 329
Strongly Agree=6.0 Strongly Disagree= 1.0.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Strength
Figure 7: Mean utilized signature strengths and 95% confidence bounds for all 
participating principals.
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Age
Means and standard deviations were computed for the utilization o f strengths 
by participant’s age (see Table 15). Utilizing Pillai’s trace, a test for parallelism of 
profiles by age, indicated a nonsignificant interaction between the utilization of 
signature strengths and age (F (46, 280) = 1.235,/? = .143). Partial eta square (partial 
e 1 = .086) indicated a moderate effect size (see Table 16).
Table 15





Age 54 or 
older 
(w=101)
Utilized Signature Strength M SD M SD M SD
Curiosity 4.98 0.72 5.08 0.69 5.31 0.60
Love o f  Learning 5.56 0.61 5.54 0.60 5.69 0.58
Judgment 5.49 0.65 5.53 0.71 5.64 0.70
Ingenuity 5.12 0.84 5.13 0.67 5.31 0.73
Social Intelligence 5.54 0.66 5.45 0.70 5.55 0.62
Perspective 5.40 0.62 5.41 0.62 5.49 0.63
Valor 4.67 0.87 4.99 0.80 4.90 0.87
Perseverance 5.44 0.67 5.55 0.68 5.67 0.51
Integrity 5.75 0.45 5.81 0.40 5.85 0.38
Kindness 5.51 0.70 5.60 0.54 5.58 0.74
Loving 5.00 0.93 5.13 0.94 5.43 0.75
Citizenship 5.17 0.71 5.38 0.69 5.47 0.67
Fairness 5.54 0.63 5.47 0.65 5.79 0.45
Leadership 5.67 0.49 5.71 0.45 5.82 0.38
Self-control 5.24 0.79 5.36 0.66 5.46 0.69
Prudence 4.80 0.95 5.00 0.72 5.12 0.89
Humility 5.15 0.91 5.18 0.80 5.24 0.81
Appreciation o f  Beauty 4.60 1.06 4.82 1.01 5.04 1.05
Gratitude 5.31 0.71 5.38 0.65 5.53 0.69
Hope 5.29 0.83 5.36 0.79 5.44 0.74
Spirituality 4.54 1.28 4.81 1.10 5.02 1.01
Forgiveness 5.02 0.78 5.17 0.77 5.29 0.79
Humor 5.51 0.69 5.48 0.71 5.60 0.62
Zest 5.18 0.73 5.31 0.76 5.48 0.66
Note: Strongly Agree=6.0 Strongly Disagree= 1.0.
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Table 16
Multivariate Test for Profile o f  Utilization o f  Signature Strengths by Age
Effect Value F
Hypothesis










.172 1.235 46.000 604.000 .143 .086
Although there was not a significant interaction for this demographic category, 
the departure from parallelism can be noted due to the moderate effect size for the 
utilization of signature strengths based on the age of participants. Compared to their 
younger counterparts, the profile of those aged 30-43 demonstrated the greatest 
departure from parallelism. This profile was inflated for social intelligence, 
leadership, humility, appreciation of beauty, gratitude and humor and was deflated for 
perspective, spirituality and zest. Relative to the profiles of the other two age groups, 
the profile of participants between the ages of 44-53 was inflated for valor and 
deflated for love of learning, judgment, perspective and fairness. Compared to the 
profiles of the younger participants, the profile of the oldest principals (54 years or 
older) was inflated for loving and deflated for kindness, citizenship, and hope (see 
Figure 8).
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Figure 8: Estimated marginal means for utilization o f signature strengths by age.
Gender
Means and standard deviations were computed for the utilization o f strengths 
by gender (see Table 17). Using Pillai’s trace, the profiles by gender, as seen in Table 
18, indicated a significant interaction between the utilization o f signature strengths and 
gender (F (23,303) = 2.519, p  -  .000). Partial eta square (partial e 1 = .164) indicated 
a large effect size.
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Table 17





Utilized Signature Strength M SD M SD
Curiosity 5.05 0.67 5.18 0.67
Love o f  Learning 5.39 0.64 5.77 0.50
Judgment) 5.55 0.63 5.55 0.74
Ingenuity 5.10 0.78 5.25 0.72
Social Intelligence 5.38 0.70 5.63 0.61
Perspective 5.35 0.66 5.49 0.58
Valor 4.69 0.85 5.01 0.83
Perseverance 5.38 0.72 5.70 0.50
Integrity 5.72 0.48 5.88 0.33
Kindness 5.48 0.67 5.64 0.64
Loving 5.01 0.89 5.32 0.88
Citizenship 5.18 0.74 5.48 0.63
Fairness 5.56 0.61 5.62 0.59
Leadership 5.66 0.49 5.80 0.40
Self-control 5.30 0.78 5.40 0.65
Prudence 4.94 0.85 4.99 0.86
Humility 5.15 0.81 5.22 0.87
Appreciation o f  Beauty 4.62 1.13 4.99 0.94
Gratitude 5.25 0.72 5.54 0.63
Hope 5.25 0.80 5.45 0.76
Spirituality 4.85 1.28 4.96 1.00
Forgiveness 5.06 0.75 5.24 0.80
Humor 5.55 0.64 5.51 0.71
Zest 5.22 0.76 5.41 0.69
Note: Strongly Agree=6.0 Strongly Disagree=l .0.
Table 18
Multivariate Test for Profile o f  Utilization o f  Signature Strengths by Gender
Effect Value F
Hypothesis










.164 2.579 23.000 302.000 .000 .164
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A significant and strong departure from parallelism can be noted in the profiles 
based on gender. Relative to the profiles o f their female counterparts, the profiles o f 
the male participants were inflated for judgment, fairness and humor and deflated for 
appreciation o f beauty and zest. Compared to the profiles o f  the male principals, the 
profiles for the female participants were inflated for love of learning and deflated for 












Figure 9: Estimated marginal means for utilization o f signature strengths by gender.
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Number o f Years Experience
Means and standard deviations were computed for the utilization of strengths 
by principal number of years experience (see Table 19). Utilizing Pillai’s trace, a test 
for parallelism of profiles by number of years experience indicated a significant 
interaction between signature strengths and number of years experience as a principal 
(F (46, 280) = 1.420,/? = .039). Partial eta square (partial e 1 = .098) indicated a 
moderate effect size (see Table 20).
Significant departure from parallelism can be noted in the utilization of 
strength profiles of participants based on participants’ number of years experience. In 
comparison to those with more number of years experience, the profile of participants 
with 1 -4 years of experience was inflated for love of learning, social intelligence, and 
kindness and deflated for judgment, valor, loving, and spirituality. Relative to the 
other experience categories, the profile of principals with 5-10 years of experience was 
inflated for perseverance, leadership and hope but deflated for social intelligence, 
appreciation of beauty, and spirituality. Relative to the profiles of participants with 
less experience, the profile of principals with the most experience (11 or more years) 
demonstrated the greatest deviation from parallelism. This profile was inflated for 
valor, spirituality and zest and deflated for love of learning, ingenuity, loving, 
gratitude, and hope (see Figure 10).
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Table 19
Means for Utilization o f  Signature Strengths by Number o f  Years Experience




11 or more 
years 
(«=105)
Utilized Signature Strength M SD M SD M SD
Curiosity 5.02 0.75 5.20 0.60 5.13 0.68
Love o f  Learning 5.63 0.54 5.59 0.63 5.62 0.63
Judgment 5.39 0.75 5.62 0.70 5.66 0.57
Ingenuity 5.05 0.80 5.29 0.71 5.20 0.74
Social Intelligence 5.50 0.67 5.52 0.70 5.51 0.62
Perspective 5.46 0.58 5.40 0.64 5.43 0.65
Valor 4.77 0.88 4.84 0.85 4.97 0.81
Perseverance 5.53 0.64 5.53 0.67 5.59 0.58
Integrity 5.80 0.40 5.80 0.42 5.81 0.42
Kindness 5.63 0.60 5.49 0.76 5.51 0.60
Loving 5.21 0.95 5.12 0.93 5.20 0.80
Citizenship 5.39 0.68 5.25 0.73 5.38 0.69
Fairness 5.57 0.68 5.58 0.58 5.63 0.54
Leadership 5.70 0.48 5.71 0.46 5.79 0.41
Self-control 5.33 0.74 5.43 0.67 5.29 0.74
Prudence 4.89 0.93 5.01 0.80 5.01 0.85
Humility 5.18 0.94 5.17 0.80 5.20 0.78
Appreciation o f  Beauty 4.87 1.00 4.65 1.12 4.93 1.01
Gratitude 5.47 0.67 5.28 0.77 5.46 0.60
Hope 5.41 0.83 5.40 0.71 5.26 0.82
Spirituality 4.71 1.27 4.70 1.16 4.94 0.99
Forgiveness 5.15 0.82 5.10 0.79 5.22 0.73
Humor 5.52 0.67 5.50 0.71 5.57 0.65
Zest 5.26 0.70 5.28 0.69 5.42 0.78
Note: Strongly Agree=6.0 Strongly Disagree= 1.0.
Table 20
Multivariate Test for Profile o f  Utilization o f  Signature Strengths by Number o f  Years Experience
Effect Value F
Hypothesis





Trace .747 38.542 23.000 301.000 .000 .747
Signature Strengths and 
Number o f  Years 
Experience
Pillai’s
Trace .195 1.420 46.000 604.000 .039 .098














Figure 10: Estimated marginal means for utilization o f signature strengths by number 
o f years experience.
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School Type
Means and standard deviations were computed for the utilization of strengths 
by school type (see Table 21). Using Pillai’s trace, the profiles for school type, as 
seen in Table 22, indicated a nonsignificant interaction between signature strength and 
grade (F (46, 280) = 1.048, p  = .389). Partial eta square (partial e 1 = .074) indicated a 
moderate effect size.
Table 21










Utilized Signature Strength M SD M SD M SD
Curiosity 5.15 0.70 4.95 0.69 5.17 0.60
Love o f Learning 5.63 0.60 5.47 0.59 5.60 0.58
Judgment 5.53 0.74 5.56 0.56 5.62 0.61
Ingenuity 5.20 0.77 4.98 0.74 5.34 0.67
Social Intelligence 5.57 0.66 5.35 0.68 5.45 0.65
Perspective 5.44 0.60 5.44 0.60 5.53 0.58
Valor 4.84 0.87 4.84 0.87 4.85 0.78
Perseverance 5.55 0.61 5.55 0.61 5.62 0.57
Integrity 5.80 0.42 5.80 0.42 5.81 0.45
Kindness 5.60 0.66 5.60 0.66 5.47 0.69
Loving 5.28 0.85 5.28 0.85 5.04 0.81
Citizenship 5.35 0.71 5.35 0.71 5.26 0.77
Fairness 5.59 0.59 5.59 0.59 5.60 0.58
Leadership 5.74 0.45 5.74 0.45 5.79 0.41
Self-control 5.34 0.73 5.34 0.73 5.51 0.66
Prudence 4.95 0.88 4.95 0.88 5.09 0.78
Humility 5.19 0.83 5.05 0.88 5.34 0.81
Appreciation o f Beauty 4.90 1.01 4.52 1.20 4.81 0.99
Gratitude 5.45 0.66 5.29 0.71 5.34 0.76
Hope 5.39 0.75 5.23 0.97 5.38 0.71
Spirituality 4.87 1.07 4.47 1.38 4.77 1.18
Forgiveness 5.20 0.78 5.03 0.75 5.13 0.82
Humor 5.53 0.70 5.60 0.59 5.45 0.69
Zest 5.31 0.76 5.24 0.69 5.47 0.62
Note: Strongly Agree=6.0 Strongly Disagree= 1.0
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Table 22
Multivariate Test for Profile o f  Utilization o f  Signature Strengths by School Type
Effect Value F
Hypothesis









Trace .148 1.048 46.000 604.000 .389 .074
There was a moderate, although nonsignificant, deviation from parallelism for 
profiles of participants based on the principals’ school types. Compared to the profiles 
of the high school and junior high/middle schools, the profile of the principals 
working in elementary schools deviated from parallelism the least, as seen in Figure 
11. The elementary school profile was inflated for kindness and deflated for judgment 
and citizenship. Relative to the profiles of the elementary and high school 
participants, the profile for those working in junior high/middle schools departed from 
parallelism the most. This profile was inflated for valor, citizenship, prudence, 
appreciation of beauty, forgiveness and humor and deflated for ingenuity, leadership, 
humility, hope, and spirituality. Compared to the elementary and junior high/middle 
school profiles, the profile of participants working in high school settings was inflated 
for perspective, gratitude, hope and zest and deflated for curiosity, love of learning 
and social intelligence.













Bementary —■— Junior Hgh/Mddle School High School
Figure 11: Estimated marginal means for utilization of signature strengths by school 
type.
County
Means and standard deviations were computed for the utilization of strength by 
the demographic category of county (see Table 23). Using Pillai’s trace, a test for 
parallelism of profiles indicated a nonsignificant interaction between the utilization of 
signature strengths and county, as seen in Table 24 (F (92,220) = .910, p  = .713). 
Partial eta square (partial s 2 = .068) indicated a moderate effect size.
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Table 23











Utilized Signature Strength M SD M SD M SD M SD M SD
Curiosity 5.03 0.78 5.13 0.79 5.09 0.57 5.19 0.64 5.07 0.64
Love o f  Learning 5.66 0.58 5.51 0.63 5.62 0.60 5.62 0.54 5.55 0.63
Judgment 5.54 0.65 5.47 0.63 5.59 0.50 5.50 0.84 5.71 0.51
Ingenuity 5.09 0.83 5.22 0.82 5.21 0.77 5.18 0.70 5.14 0.72
Social Intelligence 5.42 0.70 5.58 0.66 5.59 0.56 5.55 0.66 5.40 0.73
Perspective 5.53 0.55 5.44 0.66 5.29 0.58 5.46 0.64 5.29 0.67
Valor 4.99 0.82 4.73 0.89 4.71 0.84 4.83 0.88 5.00 0.80
Perseverance 5.64 0.56 5.64 0.53 5.80 0.66 5.50 0.68 5.50 0.59
Integrity 5.82 0.38 5.84 0.37 5.85 0.36 5.79 0.45 5.71 0.46
Kindness 5.58 0.64 5.56 0.69 5.53 0.75 5.58 0.64 5.48 0.67
Loving 5.31 0.83 5.27 0.78 5.15 1.08 5.06 0.95 5.12 0.89
Citizenship 5.38 0.66 5.36 0.78 5.38 0.74 5.33 0.68 5.24 0.76
Fairness 5.61 0.57 5.73 0.58 5.56 0.56 5.59 0.56 5.40 0.83
Leadership 5.69 0.47 5.82 0.39 5.65 0.49 5.76 0.45 5.69 0.47
Self-control 5.45 0.62 5.38 0.86 5.26 0.75 5.31 0.72 5.31 0.68
Prudence 5.15 0.75 4.93 0.94 4.94 0.69 4.90 0.91 4.90 0.82
Humility 5.27 0.75 5.09 0.95 5.32 0.84 5.08 0.86 5.36 0.69
Appreciation o f  Beauty 5.01 0.99 4.76 1.13 4.88 0.98 4.71 1.07 4.83 0.99
Gratitude 5.57 0.71 5.40 0.65 5.32 0.64 5.38 0.72 5.43 0.63
Hope 5.39 0.86 5.49 0.69 5.29 0.80 5.33 0.76 5.26 0.86
Spirituality 4.76 1.19 5.09 1.29 4.65 1.20 4.75 1.04 4.79 1.14
Forgiveness 5.24 0.76 5.22 0.77 5.09 0.75 5.15 0.77 4.98 0.81
Humor 5.51 0.69 5.53 0.63 5.65 0.65 5.55 0.66 5.40 0.77
Zest 5.32 0.78 5.33 0.74 5.38 0.70 5.33 0.73 5.29 0.60
Note: Strongly A gree=6.0.. . .Strongly Disagree=l .0
Table 24
Multivariate Test for Profile o f  Utilization o f  Signature Strengths by County
Effect Value F
Hypothesis










92.000 1144.000 .713 .068
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The profiles for county moderately departed from parallelism, although not 
significantly, as seen in Figure 12. Compared to the profiles o f the other four 
counties, the profile of DuPage County participants was inflated for humility. 
Compared to the profiles of DuPage, Lake, Will, and McHenry County, the profile of 
those working in Kane County was inflated for hope, spirituality, and zest and deflated 
for self-control, gratitude, forgiveness and humor. Relative to the profiles o f the other 
four counties, the profile for Lake County participants was inflated for perspective, 
leadership, appreciation of beauty, and zest and deflated for humor. Compared to the 
profiles of DuPage, Lake, Will, and Kane counties, the profile for McHenry County 
participants was inflated for humility, hope and humor and deflated for perspective 
and gratitude. Relative to the profiles for the rest o f the counties, the profile o f 
participants working in Will County was inflated for judgment and zest and deflated 
for citizenship, fairness, and forgiveness.













-♦— Lake —■— Kane McHenry —■— Du Rage —■— Will
Figure 12: Estimated marginal means for utilization o f signature strengths by
county.
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Research Question 4 
Research Question 4: To what extent do principals in public education agree 
with Seligman’s philosophy of achieving the full life by utilizing their signature 
strengths, and does this differ based on the demographic categories of age, gender, 
number of years experience, school type (grade level of building), or the county where 
each participating principal worked?
Means and standard deviations were computed for all participants and for each 
demographic category (see Table 25). Analysis of variance by age (F  (2, 326) = .408, 
p  = .619, partial s 2 = .003), grade level (F (2, 326) = 333, p  = .717, partial s 2 =
.002), county (F  (4, 308) = .411,/? = .801, partial s 2 = .005), and years as a principal 
(F (2, 326) = 255, p  = .775, partial s 2 = .002) indicated only chance differences for 
the item, “Utilizing specific signature strengths allows me to achieve or obtain the full 
life in my profession.” A partial eta square indicated small effect sizes for these 
demographic variables (see Tables 26 through 29). Because only chance differences 
existed, post hoc analyses were not conducted.
A t test indicated a significant difference in response to “Utilizing specific 
signature strengths allows me to achieve or obtain the full life in my profession” by 
gender (t (281) = 2.775, p  = .006). Specifically, women reported that they utilize their 
signature strengths to obtain the feel of a full-life profession more than men (see 
Tables 30 and 31).
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Table 25
Utilizing Specific Signature Strengths Allows Me to Achieve or Obtain the 
Full Life in My Profession
Demographic Category Category description n Mean
Standard
Deviation
A ll participants All 329 5.56 0.74
Age
Age 30-43 110 5.57 0.52
Age 44-53 118 5.51 0.82
Age 54 or more 101 5.60 0.84
Gender
Men 155 5.44 0.84
Women 174 5.67 0.62
Number o f  Years 
Experience
1 -4 years 114 5.58 0.75
5-10 years 110 5.52 0.65
11 years or more 105 5.58 0.82
Grade Level o f  Building
Elementary School 220 5.58 0.72
Junior High/Middle 
School 62 5.50 0.50
High School 47 5.53 1.04
County o f  Building
Lake 74 5.59 0.76
Kane 45 5.47 0.92
McHenry 34 5.65 0.77
DuPage 118 5.58 0.65
Will 42 5.50 0.77
Note: Strongly A gree=6.00.. .Strongly Disagree=l .00.
Table 26
Tests o f  Between-Subject Effects for the Full Life by Age
Source Type III Sum o f  Squares df Mean Square F Sig. Partial Eta Squared
Intercept 677.838 1 677.838 1237.484 .000 .791
Age .526 2 .263 .480 .619 .003
Error 178.568 326 .548
Total 862.000 329
Dependent Variable: Utilizing specific signature strengths allows me to achieve or obtain the full-life in 
my profession
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Table 27
Tests o f  Between-Subject Effects for the Full Life by Number o f  Years Experience
Source






Intercept 682.047 1 682.047 1243.449 .000 .792
Number o f  Years 
Experience
.279 2 .140 .255 .775 .002
Error 178.815 326 .549
Total 862.000 329
Dependent Variable: Utilizing specific signature strengths allows me to achieve or obtain the full life in 
my profession.
Table 28
Tests o f  Between-Subject Effects for the Full Life by School Type
Source
Type III Sum o f  
Squares df Mean Square F Sig.
Partial Eta 
Squared
Intercept 458.614 1 458.614 836.505 .000 .720
School Type .365 2 .182 .333 .717 .002
Error 178.729 326 .548
Total 862.000 329
Dependent Variable: Utilizing specific signature strengths allows me to achieve or obtain the fall life in 
my profession.
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Table 29
Tests o f  Between-Subject Effects for the Full Life by County
Source Type III Sum o f  Squares df Mean Square F Sig. Partial Eta Squared
Intercept 534.345 1 534.345 956.206 .000 .756
County .919 4 .230 .411 .801 .005
Error 172.116 308 .559
Total 820.000 313
Dependent Variable: Utilizing specific signature strengths allows me to achieve or obtain the full life in 
my profession.
Table 30
TTest for the Full Life by Gender
Levene’s 
Test for 
Equality o f  
Variances t test for Equality o f  Means






























assumed 2.775 281.466 .006 .228 .082 .066 .390
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Table 31







Utilizing specific signature strengths allows me to 
achieve or obtain the full life in my profession
Men 155 5.44 .838 .067
Women 174 5.67 .621 .047
Note: Strongly Agree=1.0....Strongly Disagree=6.0.
Correlation Between Participants’
Perceived and Utilized Signature Strengths
Pearson’s correlation coefficients were computed for the perceived and utilized 
signature strengths for all participants within the study to determine if there was a 
significant relationship between perceived signature strengths and the signature 
strengths that an individual utilizes in his or her profession. A 2-tailed significance 
test demonstrated that there was a significant but fairly weak correlation (all r < .40) 
between the participants’ perceived and utilized strengths analyzed within this study 
(see Table 32). Two of the signature strengths were not significant: perspective and 
prudence.
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Table 32
Correlation Significance Between Perceived and Utilized Signature Strengths
Signature Strength Pearson Correlation Sig. (2-tailed)
Curiosity .242 .000
Love o f  Learning .345 .000
Judgment .161 .003
Ingenuity .313 .000






















This chapter summarized the results of analyses investigating the perceived 
and utilized signature strengths of principals, and agreement with Seligman’s 
philosophy of achieving the full life. Responses from a sample of (n = 329) public 
school principals in the northern part of Illinois were used. The rank order of 
strengths was determined, descriptive statistics were presented, and inferential 
analyses (profile analysis, ANOVA, and tests for correlation) were carried out.
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SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
Introduction
The purpose of this study was to examine possible differences in the 
perception and utilization of signature strengths of public school principals across the 
demographic categories of age, gender, years of experience, school type (grade level 
of building), and county of school building. The purpose of this study was also 
intended to determine the participants’ levels of agreement with the philosophy of 
Seligman’s (2002) “full life,” defined in Chapter 1.
The summary of the results, the findings, discussion of the significant findings 
of the demographic subgroups based on each research question, the conclusions, and 
the recommendations and areas for future study are all presented in this chapter.
Research Question 1
Research Question 1 asked: “What are the top five (perceived) strengths of 
principals working in public education?” The top five signature strengths for the mean 
of all participants were, in descending order, (1) spirituality, (2) zest, (3) gratitude, (4) 
love of learning, and (5) fairness. The bottom signature strengths, or weaknesses, for 
all participants were self-control, humility, perseverance, prudence, and citizenship.
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There was only a slight difference between the highest rated strength, spirituality, and 
the lowest ranked strength, self-control, indicating that most participants identified 
with all of the 24 strengths to some degree. There was not a significant difference 
between the values of the top five signature strengths, signifying that differences 
among these strengths may well have been due to chance.
According to Seligman (2002), signature strengths have a set range according 
to their level o f maturity. Each of the 24 strengths analyzed in this study fall under 
one of six virtues identified by Seligman: (1) wisdom and knowledge, (2) courage, (3) 
humanity and love, (4) justice, (5) temperance, and (6) transcendence (Seligman,
2002). Through the utilization of the signature strengths, individuals display one or 
more of these virtues. For example, an individual can display the virtue o f 
transcendence by displaying acts of gratitude, hope or forgiveness. Each of the 24 
strengths identified by Seligman defines each of these virtues. The strengths that 
identify the virtue of wisdom are curiosity, love of learning, judgment, ingenuity, 
social intelligence, and perspective. The strengths that identify courage are valor, 
perseverance, and integrity. The strengths that identify the virtue of humanity and 
love are kindness and loving. The strengths that identify justice are citizenship, 
fairness, and leadership. The strengths that identify temperance are self-control, 
prudence, and humility, and the strengths that fall under the virtue of transcendence 
are appreciation of beauty, gratitude, hope, spirituality, forgiveness, humor, and zest 
(Seligman, 2002). Just as the virtues demonstrate personal growth and maturity, 
moving from the least mature, wisdom and knowledge, to the most mature virtue of
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
95
transcendence, the list of strengths also follows a rank of maturity. The signature 
strength order listed in Part II of the survey matches this ranking identified by 
Seligman with the least mature strengths listed first (beginning with curiosity).
The principals in the study varied in their identification of strengths under this 
range of maturity. The principals identified their three highest ranked signature 
strengths as spirituality, zest and gratitude. Through acts of strength, of spirituality, of 
zest and of gratitude, an individual displays the virtue of transcendence, the most 
mature and developed virtue. Transcendence is defined by Seligman not by the 
common association of religion, but the “emotional strengths that reach outside and 
beyond you to connect you to something larger and more permanent: to other people, 
to the future, to evolution, to the divine, or to the universe” (Seligman, 2002, p. 154). 
Zest is the strength that Seligman identifies as the most mature developmental 
strength. Spirituality is the fourth-ranked signature strength on the maturity spectrum 
and gratitude the sixth.
One of the most important skills required of any leader, but certainly o f leaders 
in the field of education, is that of connectedness. Individuals in educational 
administration must develop connections with their students, staff, and fellow 
administrators as well as to more abstract concepts such as vision, missions, goals, and 
other related initiatives that move the organization forward. It is this connectedness 
that makes their building or district stronger through trust and faith in leadership based 
on these strengths and values. Principals have the responsibility to lead and manage 
their buildings through their vision and connectedness to the individuals within their
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communities. Individuals who have gratitude as a signature strength don’t take things 
for granted and take time to express thanks. Those with gratitude appreciate those 
with excellent moral character and are thankful, appreciative and grateful for life 
(Seligman, 2002). Those with a sense of spirituality have a strong and coherent belief 
about purpose and meaning. An individual’s beliefs shape her or his actions 
(Seligman, 2002). In other words, they are individuals who can see the big picture and 
have the ability to develop a vision and mission for their organizations. Someone with 
the strength of zest is defined as an individual with passion, enthusiasm and spirit and 
the ability to throw oneself into activities. They can wake up each morning and look 
forward to the day. Zestful people have passion that is contagious and inspired. This 
portion of the study supports that principals have the strengths that route themselves to 
displaying the virtue of transcendence.
Principals within the study also ranked love of learning within their top five 
ranked signature strengths. Love of learning is a strength that identifies the virtue of 
wisdom and knowledge. This is one of the signature strengths identified as basic 
when it comes to Seligman’s developmental profiles. Love of learning is one o f the 
six routes to displaying wisdom. The definition of this strength aligns with the 
expected profile of an educational leader. It would be assumed that a principal has the 
strength of love of learning defined as an individual who enjoys learning new things, 
loves school, reading and museums and sees the opportunity to learn in all situations. 
Those who have a love o f learning have domains o f knowledge that they are expert in 
and this expertise is valued by others. Although this falls low on the maturity ranking,
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it is somewhat expected that those going into educational leadership have the innate 
strength and desire to learn.
Fairness was also a strength identified by principals within the study as one of 
their top five signature strengths. Fairness is a strength identified under the virtue o f 
humanity and love. The strengths under this virtue are defined as “the strengths [that] 
are displayed in positive social interaction with other people: friends, acquaintances, 
family members, and also strangers” (Seligman, 2002, p. 148). Fairness, also referred 
to as equity, is defined as an individual who makes decisions about others without bias 
and gives everybody a chance. Individuals who are fair are guided by principles of 
morality, consider the welfare of others, treat everyone in a similar fashion, and can 
set aside personal prejudice to look upon a situation equitably. It is the assertion of 
this research that all five o f these signature strengths are characteristic o f effective 
leaders in the 21st century and that these strengths encourage others to learn and have a 
passion for life as well as for their educational career.
Research Question 2 
Research Question 2 asked, “How can the profiles (of perceived strengths) of 
participating principals be described and do these profiles differ based on the 
demographic categories of age, gender, number of years experience, school type 
(grade level o f building), or the county where each participating principal worked?”
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Gender
As discussed under Research Question 1, the top five perceived signature 
strengths were ranked as (1) spirituality, (2) zest, (3) gratitude, (4) love of learning, 
and (5) fairness. There was not a significant difference in the profiles o f perceived 
signature strengths by demographic categories of age, years o f experience, and county 
for participants in this study. There was a significant difference found in the perceived 
signature strength profiles by gender. Women had an elevated response in 
identification of the strengths, love of learning, social intelligence, loving, prudence, 
appreciation of beauty, gratitude, spirituality, and zest, whereas the male profile 
identified a stronger response for the strength of humility.
The strengths that were elevated for the female principals fell into multiple 
virtue categories. Love o f learning and social intelligence are traits o f the virtues 
wisdom and knowledge. Loving falls under the virtues of humanity and love and 
prudence is a strength listed under the virtue temperance. The strengths of love of 
learning, social intelligence, and loving emphasize the identification and appreciation 
of knowledge and relationships with others. The results of this study imply that 
female principals place a higher value on strengths which emphasize learning and 
relationships with others than their male colleagues.
The female principals also had elevated responses to the strength of prudence. 
Prudence refers to individuals that are more careful to say or do things they may later 
regret. It is defined by Seligman as “. . . waiting until all votes are in before 
embarking on a course of action. Prudent individuals are far-sighted and deliberative.
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They are good at resisting impulses about short-term goals for the sake o f longer-term 
success” (Seligman, 2002, p. 153). According to this definition, female principals 
would then be more apt to utilize shared decision making or consensus voting rather 
than top-down decision making within their buildings. They would be more likely to 
set a vision and mission and set long-term goals to guide their staff systematically 
through a planning process, stopping along the way to ensure that they remain on 
board.
The other strengths that were elevated for the female principals when 
compared to the male principals were appreciation of beauty, gratitude, spirituality, 
and zest. All four of these strengths fall under the virtue of transcendence. Out of 
seven possible strengths that display the virtue of transcendence, these four strengths 
describe an individual who appreciates the world around them with thankfulness for 
the good that happens. These individuals have a strong sense of purpose and put their 
heart and energy into everything that they do. Based on the results o f this study, 
female principals identify with the characteristics of transcendence more than male 
principals. Female principals would probably be more likely to share their 
appreciation for others and would be more apt to share their beliefs and values, both as 
individuals and for the benefit of the overall organization.
The male principals in the study had elevated means for the strength of 
humility. An individual who has the strength of humility is defined as unpretentious 
and humble. Humble people see their personal aspirations, victories, and defeats as 
pretty unimportant. In the larger scheme of things, what you have accomplished or
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suffered does not amount to much. “The modesty that follows from these beliefs is 
not just a display, but rather a window into your being” (Seligman, 2002, p. 153).
Humility is a strength identified under the virtue of temperance. Temperance 
is defined by Seligman as “the appropriate and moderate expression of your appetites 
and wants. The temperate person does not suppress motives, but waits for 
opportunities to satisfy them so that harm is not done to self or others” (Seligman, 
2002, p. 152). Based on this finding, male principals may be perceived as 
unpretentious within the workplace and due to their modesty would not be deemed as 
unapproachable. Therefore the ideal of an “open-door policy” would be more feasible 
for the male principal than the female principal since he would not perceive his 
success or position in an arrogant manner and would be able to allow others to share 
frustrations without judgment and to allow the individual successes of others to 
prevail.
School Type
Profiles of participants within the study also differed based on the demographic 
category of school type or grade level administered by the principals within the study. 
The profile of the principals working in high school settings deviated from their 
counterparts in elementary school and junior high/middle school. The participants 
working in high school settings demonstrated higher levels o f love of learning, 
judgment, valor, leadership, humility, hope and zest but were lower than their 
counterparts for curiosity, ingenuity, social intelligence, kindness, citizenship,
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prudence, spirituality, and forgiveness. The strengths of love of learning and 
judgment fall under the virtue of wisdom and knowledge. Valor is a characteristic of 
the virtue courage and leadership is a strength under justice. Humility falls under 
temperance and hope and zest are strengths that demonstrate characteristics o f the 
virtue transcendence. High school principals demonstrate the most variance from the 
rest o f the groups and identify strengths in five of the six virtues.
The role of the high school principal also has the most variance in its job 
description. They have all o f the expectations of elementary and junior high/middle 
school principals with the additional responsibilities of preparing students for the “real 
world” while managing and leading a large group of staff, often including a leadership 
team not present in most elementary buildings. High school principals have the 
challenge o f disciplining students who are often old enough to vote, are learning to 
drive, and have perfected their skills in manipulation. High school principals have to 
wear multiple hats throughout the day and are now faced with an increase in 
accountability in terms of school safety, so the strengths of valor, judgment, 
leadership, humility, and hope are essential characteristics for the high school 
principal in the twenty-first century.
Elementary school principals more closely identified with the strengths o f 
integrity, prudence, appreciation of beauty, and gratitude when compared to the junior 
high/middle school or high school principals. Integrity is a strength that identifies the 
virtue of courage. Prudence is a strength that falls under the virtue of temperance, and 
appreciation of beauty and gratitude are strengths that identify the virtue
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transcendence. Integrity is an essential skill when working and leading young 
children. Since individuals in the elementary schools are often the first role models, it 
is important to be honest, genuine and authentic. According to the results o f this 
portion of the study, elementary principals identify strengths that suggest they are 
down to earth; careful and cautious; have an appreciation for beauty, excellence, and 
skill; and take the time to express thanks. Again, being in the field, these are strengths 
that I can identify in all of the elementary principals I have worked with. Their 
challenge is developing young minds while leading a group of individuals that require 
continuous feedback and praise. Having an appreciation of beauty is essential to 
acknowledge and appreciate the hundreds of pictures, smiles, hugs, notes and gifts one 
receives while working at this level.
Junior high/middle school participant profiles were elevated for the strengths 
of perspective, kindness, and forgiveness. Perspective is a strength identified under 
the virtue of wisdom and knowledge, kindness under humanity and love, and 
forgiveness under transcendence. Junior high/middle school principals have the 
greatest challenge in terms of the clientele or students that they are leading. At a time 
o f continuous growth and change, it is the challenge of the principal to manage his or 
her building while establishing routine and expectations for an age level o f students 
who are trying to maintain stability themselves. Perspective is the strength defined as 
“the most mature strength in this category [of wisdom and knowledge] ,the one closest 
to wisdom itself. Others seek you out to draw on your own experiences to help them 
solve problems and gain perspective for themselves” (Seligman, 2002, p. 144). This
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would be an essential strength to utilize as a junior high/middle school principal who 
will be sought out continuously to help solve problems and to gain perspective with 
the students at this age level. The strength differences within this group of participants 
emphasize individuals that value others, are never too busy to help out, and who 
always give people a second chance.
The differences between the participants based on the grade level administered 
are postulated to be due to the student clientele that they work with. The daily tasks, 
expectations, and leadership activities do vary based on the type o f school each 
administrator is working in. This difference is not just evident in the age o f the child 
that the principal is working with but also the type o f teacher that chooses to work at 
each grade level. The difference in the profiles of signature strengths identified by 
each level o f administrator may be due to the generalized personality type o f the 
principal that is drawn to each building or county.
Research Question 3 
Research Question 3 asked, “How can the profile of utilized signature 
strengths be described and do the profile descriptions differ based on the demographic 
categories o f age, gender, number of years experience, school type (grade level of 
building), or the county where each participating principal worked?”
This study’s data revealed that there was a nonsignificant interaction between 
the utilization of signature strengths and the demographic categories of age, school 
type and county. This shows that principals do not differ in their utilization pattern of
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signature strengths with respect to the age categories used within this study and that 
grade level (elementary, middle or high school) and county did not differ significantly 
with regard to how principals used their strengths.
Gender
The results did identify a significant difference in the pattern of utilization of 
signature strengths by gender and years of experience. When comparing the profiles 
of the female and male participants, the profile of the female participants was peaked 
for love of learning compared to their male colleagues, and the male profiles showed 
relatively higher levels of judgment, fairness and humor. The female participants also 
demonstrated a stronger identification with love of learning as a signature strength in 
Research Question 2. This suggests that female principals both identify with and 
utilize this strength within their profession more than the male participants within this 
study. This implies that female principals may do well with staff development, 
curriculum and instruction leadership and other related initiatives in the educational 
field where they can utilize their strength of love of learning. Individuals who identify 
with the strength love of learning are individuals who love new things and are 
individuals who love spending time in places where there is an opportunity to learn, 
such as museums and schools (Seligman, 2002).
Individuals who utilize the strengths of judgment, fairness, and humor can be 
described as individuals who have the skill of critical thinking, the ability to give 
everyone a chance, and to see the lighter side of life (Seligman, 2002). According to
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the results of this portion of the study, male principals would be more apt to utilize 
these skills in their professions than their female colleagues. Male principals would 
then be more effective at shifting information rationally and thinking objectively when 
approached with a problem to be solved. Male principals would be seen as fair and 
equitable and would not be biased when making educational decisions. They would 
be more lighthearted and perhaps not take themselves too seriously since they would 
be more likely to laugh and make others laugh, even through the most difficult 
decisions.
Number of Years Experience 
The profiles of participants also varied significantly by number o f years or 
experience as analyzed in Chapter 4. Participants with 1-4 years o f experience had 
elevated utilization agreement for love of learning, social intelligence, and kindness, 
whereas profiles o f principals with 5-10 years o f experience were inflated for 
perseverance, leadership and hope. The profiles of principals with the most 
experience (11 or more years) were inflated for valor, spirituality and zest.
Principals with 1 -4 years of experience had elevated responses for strengths 
falling under the virtues of wisdom and knowledge, humanity and love. Principals 
with 5-10 years of experience had elevated strengths that identify the virtues of 
courage, justice, and transcendence. Principals with the most experience were 
elevated for the strengths that fall under the virtues of courage and transcendence. 
According to these findings, the more experienced principals had strength
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characteristics that are higher on the strength maturity spectrum. This implies that 
experience in the field of education does affect the type of strength utilized in the 
profession and that these characteristics mature as the principal gains years of 
experience. Perhaps as principals grow in their profession they develop a more mature 
approach to leadership and refine their skills as principals. They may be better at 
identifying their own skills and honing in on these skills to improve their leadership 
and buildings than their less experienced colleagues. It would be advantageous then to 
continue to utilize these more experienced leaders to mentor those with less 
experience in order to continue to develop well-rounded and more efficient leaders 
who utilize a variety o f skills to better their organizations.
For this portion of the study, it is evident that there were some similarities 
among all principal participants, although all groups responded that they utilized all 24 
strengths in varying degrees. Significant differences in the participants were identified 
for gender and years o f experience and these demographic categories o f the study were 
therefore emphasized.
Research Question 4 
The results analyzed in Chapter 4 indicated only chance differences for the 
item, “Utilizing specific signature strengths allows me to achieve or obtain the full life 
in my profession,” for the demographic categories of age, number o f years of 
experience, school type and county. This indicates that the age of the principal, the 
number of years or experience acquired, and where the principal worked, (county and
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grade level) were not significantly associated with an individual’s perception of 
obtaining the full life.
Gender
However, the results divulge a significant difference by gender for the variable 
“Utilizing specific signature strengths allows me to achieve or obtain the full life in 
my profession.” Women more strongly agreed than men that they utilized their 
signature strengths to obtain the feel of a full-life profession. This is the third portion 
o f the survey that identified a significant difference in response between the genders. 
The results of this research also identified that there is a significant difference between 
male and female principals in their perceived and utilized strengths. The results 
identified several areas that were elevated for the female principals when compared to 
their male colleagues. Strengths that fell under the virtue transcendence were among 
one of the themes for female principals. This could be one reason why the female 
principals responded to a greater extent than the male principals that they utilize their 
strengths to achieve or obtain the feel of a full-life profession.
Transcendence includes strengths that connect the individual to something 
larger than themselves. It also identifies an individual who is connected to something 
more permanent. This could imply a connection to a greater meaning to life such as 
the philosophy of the full life. Women identified to a greater degree than their male 
colleagues that utilizing their strengths would allow them to achieve or obtain the full 
life, defined as: “Experiencing positive emotions about the past and future, savoring
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positive feelings from the pleasures, deriving abundant gratification from your 
signature strengths, and using these strengths in the service of something larger to 
obtain meaning” (Seligman, 2002, p. 263). Since the female principals identified with 
strengths that identify them to the strengths o f transcendence more than their male 
colleagues, it is easier to understand why they would be more apt to more strongly 
agree to using these strengths “in the service of something larger to obtain meaning” 
more than the male principals. Overall the female principals identified with strengths 
that emphasize feeling and emotions which may also be a reason why they agreed to a 
stronger extent that the utilization of their signature strengths would help them obtain 
the full life. The female principals in this study may already believe that they have 
obtained the full life and that is why they so strongly agree in the philosophy o f the 
full life.
Conclusions
Overall, principals in northern Illinois share considerable commonalities when 
it comes to the perception and utilization of signature strengths as well as with their 
congruence with Seligman’s (2002) philosophy of the full life. Significant differences 
in the profiles of public school principals in the collar counties of northern Illinois 
were noted based on the analyses of this study’s findings. The principals within the 
study also identified that they agreed that the utilization of signature strengths allows 
them to achieve the full life.
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Gender was the only demographic category that demonstrated a significant 
difference in profiles across all three research questions that analyzed the demographic 
categories (Research Questions 2, 3, and 4). The female principals reported that they 
utilized particular signature strengths that differed from their male colleagues and 
more strongly agreed to Seligman’s (2002) full-life philosophy.
School type and gender were the two demographic categories identified as 
having statistically significant differences in profiles for Research Question 2 in 
reference to the identified signature strengths of principals within the study. Years of 
experience and gender were the two demographic categories identified as significantly 
different for the utilization of signature strengths, and gender was the only 
demographic category identified as significantly different for Research Question 4 in 
reference to achieving the full life in the principals’ profession through the utilization 
of identified signature strengths.
The review of literature on the study of signature strengths and related research 
on positive psychology done primarily by Seligman (2002), Peterson (Peterson & 
Seligman, 2004) and their extensive team of researchers suggests that the utilization of 
signature strengths of individuals increases the likelihood of achieving the full life.
This study also identified the strengths and virtues that each of the demographic 
profiles demonstrated preference to. Each research question presented the description 
of these strengths and virtues to further identify the differences in the profiles of 
public school principals by demographic category.
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Recommendations
Research implies that our society has changed from a financially motivated to 
a satisfaction motivated culture (Seligman, 2002). It is essential to consider the 
satisfaction of the leaders within an organization and play upon their strengths in order 
to increase productivity and longevity of these leaders. It is imperative to increase the 
emphasis of authentic quality of leadership in the educational field. Our products are 
people, children that we expect to leave our organization as lifelong learners and 
citizens prepared to be successful in our continuously changing society.
Educational leaders need to keep up with the latest practices and expectations 
of NCLB and related mandates while still appeasing the community, staff and students 
for which they work. In order for this to occur, Seligman (2002) would agree that 
leaders have a strong sense o f who they are. Once this self-actualization occurs it is 
expected that the leaders build upon their signature strengths within the organization 
in order to be strong collaborative leaders that build leadership from within the 
organization.
Leaders in the educational field may use this study to examine the staff 
development opportunities offered within each county or school district to determine if 
these programs offer opportunities to identify and utilize signature strengths.
Seligman, for instance, offers programs for coaching organizations and individuals 
though activities that allow for the discovery and utilization of signature strengths in 
the workplace. School districts may consider these or similar programs as part o f their 
own staff development initiatives.
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This study revealed that within the northern region of Illinois there are several 
similarities in regards to their signature strength profiles. Utilizing this information 
(as well as identifying those demographic areas, such as gender, that did have a 
significant difference) in the field may allow individuals to truly reach their potential 
as leaders and build upon weaknesses to become more well-rounded leaders if  staff 
development on this area were introduced in public school districts. Counties and 
educational buildings may take this research a step further and implement a structured 
program that encourages leaders to discover what his or her strengths are and then 
seek out positions, committees or other related activities that utilize these strengths.
Areas for Future Study 
Research is currently being conducted utilizing the same VIA Signature 
Strengths Survey under the leadership o f Seligman and his research team from VIA 
research. Although the VIA Character Strengths research is still being conducted 
across the nation, Seligman (2002) has shared some of his current findings. A 
publication written by Park, Peterson, and Seligman (2006) concluded there is a 
remarkable similarity in the strengths shared by individuals across the United States as 
well as in over 50 countries studied. Those strengths mentioned were kindness, 
fairness, authenticity, gratitude and open-mindedness. Those strengths not endorsed 
by individuals in this study were prudence, modesty and self-regulation. Peterson and 
Seligman (2004) also found that particular strengths result in greater life satisfaction 
such as zest, gratitude, hope and love than do strengths such as curiosity and love of
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learning. As Seligman continues to share the findings of his own research, it would be 
recommended that these findings are compared to the findings of this study to 
determine if there is a significant difference between the perception and utilization of 
signature strengths of public school principals and participants working outside the 
education field.
Because love of learning was identified as a strength for female principals 
within the study for both identification and utilization of signature strengths, a 
recommendation for future study may be to determine if there are more females in 
positions that would utilize this strength such as curriculum and instructional 
leadership positions and roles or positions of staff development.
Another recommendation for future study would be to analyze the responses of 
staff members and principals within the same organization to determine if the 
principal’s perception matches the staffs  perception of the signature strengths o f their 
leaders. It may also be interesting to determine if the leaders in buildings that identify 
that they have achieved the full life in their profession are more effective leaders of 
their organizations than those who do not agree that they have achieved the full life in 
their profession.
This study may also be given in its entirety to district superintendents and their 
leadership teams to determine if the responses of superintendents are similar to that of 
the principals. It would also be interesting to compare responses of principals and 
superintendents within the same districts to determine if there are profile similarities 
between principals and superintendents working within the same district.
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Future studies could also utilize the findings of this study for comparison to 
principals working in the Chicago Public Schools to determine if the ranking and 
utilization o f signature strengths differ in a large urban district.
This chapter summarized the identified signature strengths of participants 
within the study, the utilization of signature strengths within the educational 
leadership field (the principalship), and the philosophy of Seligman’s (2002) full life. 
Information was obtained from analyzing the survey responses o f principals in public 
education within the collar counties of Northern Illinois. The results o f the study were 
analyzed based on the demographic data provided.
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APPENDIX A 
COVER LETTER







My name is Kelly and I, like many of you, am seeking to complete my doctoral degree by 
completing my dissertation. As an elementary principal, I am interested in seeking more 
support for individuals in our field of educational leadership. In my quest for more 
administrative mentoring and staff development, I came upon the philosophies and practices 
of Martin Seligman who studies theories in Positive Psychology. Dr. Seligman’s research has 
emphasized the importance of utilizing an individual’s innate strengths to become the best 
leader that he or she can be. However, Dr. Seligman’s work is exclusive to the business 
sector. Along with several fellow doctoral candidates working on parallel studies, I am 
hoping to bring the practices of this field to educational administration... but I need you help!
My study, conducted to achieve my requirements of my doctoral degree through Northern 
Illinois University, emphasizes on Principals’ signature strengths and their application and 
utilization to their administrative positions. You have been chosen to complete this survey 
because you are a fellow principal working in a collar county district in northern Illinois. As 
leaders in our schools your input will provide a valuable contribution to a relatively new body 
of knowledge that examines the use of strengths to increase the effectiveness of leadership in 
educational administration. It is estimated that completion of this survey will take 
approximately 15-20 minutes. All responses will be kept confidential.
The Purpose of this survey is to identity the utilization of signature strengths that are most 
representative of school principals. If you wish further information regarding your rights as a 
research participant, you may contact the Office of Research Compliance at Northern Illinois 
University at (815) 753-8588.
I would like to thank you in advance for your input. Please take time to complete the attached 
surveys and return by Friday, May 19,2006. A return envelope has been included for your 
convenience.
Respectfully,
Kelly A. Monson 
Principal
[Community Unit School District] 
[Elementary School]
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Northern Illinois University 
Department of Education Administration
PARTICIPANT CONSENT FORM
I agree to participate in the research project titled “The Search for Authentic Leadership 
and the Quest for the Full Life—Utilization of Signature Strengths of Principals in 
Northern Illinois”, being conducted by Kelly Monson, Elementary Principal and Doctoral 
Candidate at Northern Illinois University. I have been informed that the purpose of the study 
is to examine the trends and utilization of signature strengths and components of the “Full 
Life” of Illinois K-12 Public School Principals.
I understand that if I agree to participate in this study, I will be asked to do the 
following: Complete a 15-20-minute survey to identify my top five strengths and utilization of 
these strengths and components of the “Full Life” and mail my results to the researcher. I am 
aware that my participation is voluntary and may be withdrawn at any time without penalty or 
prejudice, and that if I have any questions concerning this study, I may contact Kelly Monson 
at [phone number], or Dr. Joe Saban, Dissertation Chairperson and Northern Illinois 
University Faculty, at (815) 753-5615. If I wish further information regarding my rights as a 
research subject, I may contact the Office of Research Compliance at Northern Illinois 
University at (815) 753-8588.
I understand that the intended benefits of this study include the creation of a body of research 
that focuses on principals’ strengths and utilization of these strengths and components of 
achieving a “Full Life”. I understand that all information gathered during this experiment 
would be kept confidential. Only demographic information associated with specific signature 
strengths will be used. No specific individual or school district will be identified in the study. 
Letters of consent will be filed separately than the completed survey information; no names, 
school locations, counties or other specific information will be included on the returned 
surveys. Names and other personal information will not be collected or submitted at any 
time.
I realize that Northern Illinois policy does not provide for compensation for, nor does 
the University carry insurance to cover injury or illness incurred as a result of 
participation in University sponsored research projects.
I understand that my consent to participate in this project does not constitute a waiver 
of any legal rights or redress I might have as a result of my participation, and I 
acknowledge that I have received a copy of this consent form.
Signature of Subject Date
Please return this signed consent along with your completed survey in the enclosed 
envelope
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Please complete the following information based on your own experience and building 
structure for which you hold the position of principal.
1. Age:
2. Gender: M  F
3. Years as a school Principal:
4. Grade levels of students in your building:
5. Zip Code of school building:
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PART I Signature Strengths:
Signature Strengths are defined by Martin Seligman as “The strengths o f  character that a person self­
consciously owns, celebrates and (if  he or she can arrange life successfully) exercises every day in 
work, love, play and parenting.” Please circle each answer that best describes you.
1. a) The statement “I am always curious about the world” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I am easily bored” is 
Very much like me Like me Neutral Unlike me Very much unlike me
2. a) The statement “I am thrilled when I learn something new” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I never go out of my way to visit museums or other educational sites” is 
Very much like me Like me Neutral Unlike me Very much unlike me
3. a) The statement “When the topic calls for it, I can be a highly rational thinker” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I tend to make snap judgments” is 
Very much like me Like me Neutral Unlike me Very much unlike me
4. a) The statement “I like to think of new ways to do things” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “Most of my friends are more imaginative than I am” is 
Very much like me Like me Neutral Unlike me Very much unlike me
5. a) “No matter what the social situation, I am able to fit in “ is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I am not very good at sensing what other people are feeling” is 
Very much like me Like me Neutral Unlike me Very much unlike me
6. a) “I am always able to look at things and see the big picture” is
Very much like me Like me Neutral Unlike me Very much unlike me
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b) “Others can rarely come to me for advice” is
Very much like me Like me Neutral Unlike me Very much unlike me
7. a) “I have taken frequent stands in the face of strong opposition” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “Pain and disappointment often get the better of me” is
Very much like me Like me Neutral Unlike me Very much unlike me
8. a) “I always finish what I start” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I get sidetracked when I work” is
Very much like me Like me Neutral Unlike me Very much unlike me
9. a) “I can always keep my promises” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “My friends never tell me I’m down to earth” is
Very much like me Like me Neutral Unlike me Very much unlike me
10. a) “I have voluntarily helped a neighbor in the last month” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I am rarely as excited about the good fortune of others as I am about my own” is
Very much like me Like me Neutral Unlike me Very much unlike me
11. a) “There are people in my life who care as much about my feelings and well-being as they
do about their own “ is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I have trouble accepting love from others” is
Very much like me Like me Neutral Unlike me Very much unlike me
12. a) “I w ork at my best when I am in a group” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I hesitate to sacrifice my self-interest for the benefits of groups I am in” is
Very much like me Like me Neutral Unlike me Very much unlike me
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13. a) “I treat people equally regardless of who they might be” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “If I do not like someone, it is difficult for me to treat him or her fairly” is
V eiy much like me Like me Neutral Unlike me Very much unlike me
14. a) “I can always get people to do things together without nagging them” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I am not very good at planning group activities” is
Very much like me Like me Neutral Unlike me Very much unlike me
15. a) “I control my emotions” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I can rarely stay on a diet” is
Very much like me Like me Neutral Unlike me Very much unlike me
16. a) “I avoid activities that are physically dangerous” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I sometimes make poor choices in friendship and relationships” is
Very much like me Like me Neutral Unlike me Very much unlike me
17. a) “I change the subject when people pay me compliments” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I often talk about my accomplishments” is
Very much like me Like me Neutral Unlike me Very much unlike me
18. a) “In the last month, I have been thrilled by excellence in music, art, drama, film, sport, 
science, or mathematics” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I have not created anything of beauty in the last year” is
Very much like me Like me Neutral Unlike me Very much unlike me
19. a) “I always say thank you, even for little things” is
Very much like me Like me Neutral Unlike me Very much unlike me
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b) “I rarely stop and count my blessings” is
Very much like me Like me Neutral Unlike me Very much unlike me
20. a) “I always look on the bright side” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I rarely have a well-thought-out plan for what I want to do” is
Very much like me Like me Neutral Unlike me Very much unlike me
21. a) “My life has a strong purpose” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I do not have a calling in life” is
Very much like me Like me Neutral Unlike me Very much unlike me
22. a) “I always let bygones be bygones” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I always try to get even” is
Very much like me Like me Neutral Unlike me Very much unlike me
23. a) “I always mix work and play as much as possible” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I rarely say funny things” is
Very much like me Like me Neutral Unlike me Very much unlike me
24. a) “I throw myself into everything I do” is
Very much like me Like me Neutral Unlike me Very much unlike me
b) “I mope a lot” is
Very much like me Like me Neutral Unlike me Very much unlike me
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Part II Utilization o f  Your Signature Strengths: Check the box that correlates to your agreement with 
the following statement for each strength. Definitions o f  each strength is listed in this packet for your 
reference
I utilize this strength in my profession
Strongly Agree M ildly M ildly D isagree Strongly  
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PART III: THE FULL LIFE
Martin Seligman defines the fu ll life as: “Experiencing positive emotions about the 
past and future, savoring positive feelings from the pleasures, deriving abundant 
gratification from your Signature Strengths, and using these strengths in the service of 
something larger to obtain meaning.”
Circle the extent to which you agree with the following statement:
1. Utilizing specific Signature Strengths allows me to achieve or obtain the fu ll 
life in my profession
Strongly A gree A gree M ild ly  A gree M ild ly  D isagree D isagree S trongly  D isagree
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HUMAN PARTICIPANT PROTECTIONS EDUCATION FOR RESEARCH
COMPLETION CERTIFICATE
This is to certify that 
Kelly Monson
has completed the Human Participants Protection Education for Research Teams
online course, sponsored by the National Institutes of Health (NIH), on 01/30/2006.
This course included the following:
• key historical events and current issues that impact guidelines and legislation 
on human participant protection in research.
• ethical principles and guidelines that should assist in resolving the ethical 
issues inherent in the conduct of research with human participants.
• the use of key ethical principles and federal regulations to protect human 
participants at various stages in the research process.
• a description o f guidelines for the protection of special populations in research.
• a definition of informed consent and components necessary for a valid consent.
• a description of the role of the IRB in the research process.
• the roles, responsibilities, and interactions of federal agencies, institutions, and 
researchers in conducting research with human participants.
National Institutes o f Health 
http://www.nih.gov
COMPLETION CERTIFICATE
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Description of Signature Strengths
Curiosity: Curiosity about the world entails openness and flexibility about the matters that do 
not fit one’s preconceptions. Curious people do not simply tolerate ambiguity; they like it and 
are intrigued by it. Curiosity can either be specific (for example, only about roses) or global, a 
wide-eyed approach to everything. Curiosity is actively engaging novelty, and the possible 
absorption of information (as in the case of couch potatoes clicking their remotes) does not 
display this strength. The opposite end of the dimension of curiosity is being easily bored.
Love of Learning: You love learning new things, whether you are in a class or on your own. 
You always loved school, reading, museums—anywhere and everywhere there is an 
opportunity to learn. Are there domains of knowledge in which you are the expert? Is your 
expertise valued by people in your social circle or by the larger world? Do you love learning 
about these domains, even in the absence of any external incentives to do so? For example, 
postal workers all have zip-code expertise, but this knowledge only reflects a strength if it has 
been acquired for its own sake.
Judgment: (Critical Thinking/Open-Mindedness) Thinking things through and examining 
them from all sides are important aspects of who you are. You do not jump to conclusions, 
and you rely only on solid evidence to make your decisions. You are able to change your 
mind. By judgment, I mean the exercise of sifting information objectively and rationally, in 
the service of the good for self and others. Judgment in this sense is synonymous with critical 
thinking. The opposite of this strength is thinking in ways that favor and confirm what you 
already believe. This is a significant part of the healthy trait of not confusing your own wants 
and needs with the facts of the world.
Ingenuity: (Originality/Practical Intelligence/Street Smarts) When you are faced with 
something you want, are you outstanding at finding novel yet appropriate behavior to reach 
that goal? You are rarely content with doing something the conventional way. This strength 
category includes what people mean by creativity, but I do not limit it to traditional endeavors 
within the fine arts. This strength is also called practical intelligence, common sense, or street 
smarts.
Social Intelligence: (Personal Intelligence/Emotional Intelligence) Social and personal 
intelligence are knowledge of self and others. You are aware of the motives and feelings of 
others, and you can respond well to them. Social intelligence is the ability to notice 
differences among others, especially with respect to their moods, temperament, motivations 
and intentions—and then to act upon these distinctions. This strength is not to be confused 
with merely being introspective, psychologically minded, or ruminative; it shows up in 
socially skilled action. Personal intelligence consists in finely tuned access to your own 
feelings and the ability to use that knowledge to understand and guide your behavior. Taken 
together, Daniel Goleman has labeled these strengths “emotional intelligence”. This set of 
strengths is likely fundamental to other strengths, such as kindness and leadership. Another 
aspect of this strength is niche finding: putting oneself in settings that maximize one’s skills 
and interests. Have you ever chosen your work, you intimate relatins, and your leisure to put 
your best abilities into play every day, if possible? Do you get paid for doing what you are 
truly best at? The Gallup Organization found that the most satisfied workers readily affirmed
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the statement “does your job allow you every day to do what you do best? Consider Michael 
Jordan, the mediocre baseball player who ‘found himself in basketball.
Perspective: I use this label to describe the most mature strength in this category, the one 
closest to wisdom itself. Others seek you out to draw on your experience to help them solve 
problems and gain perspective for themselves. You have a way of looking at the world that 
makes sense to others and yourself. Wise people are the experts in what is most important, 
and knottiest, in life.
Valor: (Bravery) You do not shrink from threat, challenge, pain, or difficulty. Valor is more 
than bravery under fire, when one’s physical well-being is threatened. It refers as well to 
intellectual or emotional stances that are unpopular, difficult or dangerous. Over the years, 
investigators have distinguished between moral valor and physical valor or bravery; another 
way to slice the valor pie is based on the presence or absence of fear. The brave person is able 
to uncouple the emotional and behavioral components of fear, resisting the behavioral 
response of flight and facing the fearful situation, despite the discomfort produced by 
subjective and physical reactions. Fearlessness, boldness, and rashness are not valor; facing 
danger, despite fear, is. The notion of valor has broadened over history from battlefield 
courage, or physical courage. It now includes moral courage and psychological courage. 
Moral courage is taking stands that you know are unpopular and likely to bring you ill fortune. 
Rosa Parks taking a front seat on an Alabama bus in the 1950s is an American exemplar. 
Corporate or governmental whistle-blowing is another. Psychological courage includes the 
stoic and even cheerful stance needed to face serious ordeals and persistent illness without the 
loss of dignity.
Perseverance: (Industry/Diligence) You finish what you start. The industrious person takes on 
difficult projects and finishes them, ‘getting it out the door’ with good cheer and minimal 
complaints. You do what you say will do and sometimes more, never less. At the same time, 
perseverance does not mean obsessive pursuit of unattainable goals. The truly industrious 
person is flexible, realistic, and not perfectionistic. Ambition has both positive and negative 
meanings, but its desirable aspects belong in this strength category.
Integrity: (Genuineness/Honesty) You are an honest person, not only by speaking the truth but 
by living your life in a genuine and authentic way. You are down to earth and without 
pretense; you are a “real” person. By integrity and genuineness, I mean more than just telling 
the truth to others. I mean representing yourself—your intentions and commitments—to 
others and to yourself in sincere fashion, whether by word or deed: “To thine own self, be 
true, and thou canst no then be false to any man.”
Kindness: (Generosity) You are kind and generous to others, and you are never too busy to do 
a favor. You enjoy doing good deeds for others, even if you do not know them well. How 
frequently do you take the interests of another human being at least as seriously as your own? 
All the traits in this category have at their core this acknowledgement of the worth of another 
person. The kindness category encompasses various ways of relating to another person that 
are guided by that other person’s best interests, and these may override your own immediate 
wishes and needs. Are there other people—family members, friends, fellow workers, or even 
strangers—for whom you assume responsibility? Empathy and sympathy are useful
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components of this strength. Shelly Taylor, in describing men’s usual response to adversity as 
fight and flight, defines the more usual feminine response as “tending and befriending.”
Loving: (and Allowing Oneself to Be Loved) You value close and intimate relations with 
others. Do the people that you have deep and sustained feelings about feel the same way 
about you? If so this strength is in evidence. This strength is more than the Western notion of 
romance (it is fascinating, in fact, that arranged marriages in traditional cultures do better than 
the romantic marriages of the West). And I also disavow a “more is better” approach to 
intimacy. None is a bad thing, but after one, a point of rapidly diminishing returns sets in. It 
is more common, particularly among men, to be able to love than to let oneself be loved—at 
least in our culture. George Vaillant, the custodian of the six-decade study of the lives of men 
in the Harvard classes of 1939 to 1944, found a poignant illustration of this in his latest round 
of interviews. A retired physician ushered George into his study to show him a collection of 
grateful testimonial letters that his patients had sent him on the occasion of his retirement five 
years before. “You know, George”, he said with tears streaming down his cheeks, “I have not 
read them”. This man displayed a lifetime of loving others, but no capacity at all for receiving 
love.
Citizenship: (Duty/Teamwork/Loyalty) You excel as a member of a group. You are a loyal 
and dedicated teammate, you always do your share, and you work hard for the success of the 
group. This cluster of strengths reflects how well these statements apply to you in group 
situations. Do you pull your own weight? Do you value the group goals and purposes, even 
when they differ from your own? Do you respect those who are rightfully in positions of 
authority like teachers or coaches? Do you meld your identity with that of the group? This 
strength is not mindless and automatic obedience, but at the same time, I do want to include 
respect for authority, an unfashionable strength that many parents wish to see their children 
develop.
Fairness: (Equity) You do not let your personal feelings bias your decisions about other 
people. You give everyone a chance. Are you guided in your day-to-day actions by larger 
principles of morality? Do you take the welfare of others, even those you do not know 
personally, as seriously as your own? Do you believe that similar cases should be treated 
similarly? Can you easily set aside personal prejudices?
Leadership: You do a good job organizing and seeing to it that they happen. The humane 
leader must first of all be an effective leader, attending to getting the group’s work done while 
maintaining good relations among group members. The effective leader is additionally 
humane when he or she handles intergroup relations “with malice toward none; charity toward 
all; with firmness in the right.” For example, a humane national leader forgives enemies and 
includes them in the same broad moral circle as his or her own followers. (Think of Nelson 
Mandela on the one hand, versus Slobodan Milosevic on the other.) He or she is free from the 
weight of history, acknowledges responsibility for mistakes, and is peaceable. All of the 
characteristics of humane leadership at the global level have ready counterparts among leaders 
of other sorts: military commanders, CEOs, union presidents, police chiefs, principals, den 
mothers, and even student council presidents.
Self-Control: You can easily hold your desires, needs, and impulses in check when it is 
appropriate. It is not enough to know what is correct; you must also be able to put this
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knowledge into action. When something bad happens, can you regulate your emotions 
yourself? Can you repair and neutralize your negative feelings on your own? Can you make 
yourself feel cheerful even in a trying situation?
Prudence: (Discretion/Caution) You are a careful person. You do not say or do things you 
might later regret. Prudence is waiting until all the votes are in before embarking on a course 
of action. Prudent individuals are far-sighted and deliberative. They are good at resisting 
impulses about short-term goals for the sake of longer-term success. Especially in a 
dangerous world, caution is a strength that parents wish their children to display (“just don’t 
get hurt”—on the playground, in an automobile, at a party, in a romance, or by a career 
choice).
Humility: (Modesty) You do not seek the spotlight, preferring to let your accomplishments 
speak for themselves. You do not regard yourself as special, and others recognize and value 
your modesty. You are unpretentious. Humble people see their personal aspirations, 
victories, and defeats as petty unimportant. In the larger scheme of things, what you have 
accomplished or suffered does not amount to much. The modesty that follows from these 
beliefs is not just a display, but rather a window into your being.
Appreciation of Beauty: (and Excellence) You stop and smell the roses. You appreciate 
beauty, excellence, and skill in all domains: in nature and art, mathematics, and science, and 
everyday things. When intense, it is accomplished by awe and wonder. Witnessing virtuosity 
in sports or acts of human moral beauty or virtue provokes the kindred emotion of elevation.
Gratitude: You are the good things that happen to you, and you never take them for granted. 
You always take the time to express your thanks. Gratitude is an appreciation of someone 
else’s excellence in moral character. As an emotion, it is a sense of wonder, thankfulness, and 
appreciation for life itself. We are grateful for good acts and good people (“How wonderful 
life is while you’re in the world”). Gratitude can also be directed toward impersonal and 
nonhuman sources—God, nature, animals—but it cannot be directed toward the self. When in 
doubt, remember that the word comes from the Latin, gratia, which means grace.
Hope: (Optimism/Future-Mindedness) You expect the best in the future, and you plan and 
work in order to achieve it. Hope, optimism, and future-mindedness are a family of strengths 
that represent a positive stance toward the future. Expecting that good events will occur, 
feeling that these will ensure if you try hard, and planning for the future sustain good cheer in 
the here and now, and galvanize a goal-directed life.
Spirituality: (Sense of Purpose/Faith/Religiousness) You have strong and coherent beliefs 
about the higher purpose and meaning of the universe. You know where you fit in the larger 
scheme. Your beliefs shape your actions and are a source of comfort to you. Do you have an 
articulate philosophy of life, religious or secular, that locates your being in the larger 
universe? Does life have meaning for you by virtue of attachment to something larger than 
you are?
Forgiveness: (and Mercy) You forgive those who have done you wrong. You always give 
people a second chance. Your guiding principle is mercy, not revenge. Forgiveness 
represents a set of beneficial changes that occur within an individual who has been offended or
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hurt by someone else. When people forgive, their basic motivations or action tendencies 
regarding the transgressor become more positive (benevolent, kind, or generous) and less 
negative (vengeful or avoidant).
Playfulness: (and Humor) You like to laugh and bring smiles to other people. You can easily 
see the light side of life. Up to this point, our list of strengths has sounded seriously righteous: 
kindness, spirituality, valor, ingenuity, and so on. The last two strengths, however, are the 
most fun. Are you playful? Are you funny?
Zest: (Passion/Enthusiasm) You are a spirited person. Do you throw yourself, body, and soul, 
into the activities you undertake? Do you wake up in the morning looking forward to the day? 
Is the passion that you bring to activities infectious? Do you feel inspired?
NOTE: The definitions above are quoted from Martin E.P. Seligman, Ph. D from Authentic 
Happiness.
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